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PART 1 - NARRATIVE SUMMARY' , - ° - .

1.00 FOREWARD -~ * ™ S el

- ————————— ]
. .

. This Cdﬁprehensive &ntegrated Report ;epreseﬁis a

- 4 B ' ‘ . ;;_.
.consolidation of the findings of the'survey of the ted -,

L] Y * *

CETA Titlé IIL Urban Indian Prime Sponsors visited bee 3

¢
-t

tween August and Décember,.1§76. Under Contract Number
’ . R | . -

20-51-76453., L - -
f . - ~
; . " «During the visits.®® each Prime SpOnéor, guided .. .

interviews were conducted with all available personnel.
- A prebafed, standardized questionnaire (Appeﬁdix A) was * -y

. . ~ . ’
. .used to insure that these interviews would yield ‘compar-

-

.. able data from each site so as to facilitate cross-site

AY 14

comparisens and to aid in the identification of trends

in the development of Urban Indian Manpdwer Programs .

‘operations, -

- L Each individual Site Report followed the outline
, - . . - .
. of the questiornajire. —ThisAFomprehensive Integrated .
y T ) - * ) . s — "
. kepprt, likewise, is organized around the same content' -
. 3 - *

-

0

. areas. Uplike the individual Site Reports, however,

this Cbmprehénsive Intégrated'Réport atgempts some evalua-

tion of‘he E’indinés'. / Evalu;.ti.on‘ is essential as a pre; ,
v/ lfﬁinary step: to the dgsign of a model Lndiaﬁ Mahﬁowgr‘ .

Program which. is to be derived from'thege findings gnd from ' .

4

the way they coincide with CETA goalsﬁﬁnd objéctives.

.

! . . N . v
“ —

’ .

. . )
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I.01 _BACKGROUND INFGRMATION

The urban environments for the site§ visited range
+in size from cities of 35,000 (Wi4pita) to 3,000,000 (Los

\Angeéles) popu}atiqn. Jhe Indian populations'served range

\Y

from 1,500‘tq an estimateﬂ\60,000, Most of the Prime

Spon§prs'serve_a population of between 5,000 to 18,000° .
- ~ - ~
Indians (Buffalo, Dallas, Minneapolis, Phoenix, Portland

and Seattle)

w

The Ind1an populatlon is, everywhere, a very small .

. m1nor1ty of the general population, rangfhg from .01%. , C
.. < ' I
. .(in Los Angeles) to 2% in Bismark, North Dakota  .The-

tribal affiliations of the serv1ce populatlons range from

©almost 100% one group (Chlppewa in M1nnesota) to splinteted

» fragments of many -groups (150 tribes represented in Seattle;

-for ex%Fplej. - d -

Desplte the wide cultural and physical d1ver51ty of

.Ind1an people in the varlous geographlcal locat}ons in‘the '
.U. S., there are certain characterlstlcs shared by all.
Prdminent amoni,these characterLstlcs is the heavy in- and- -

3

out mlgxatlon pattern -of Indians f‘reservatlons to cities
and back again. - o AV - y

’ Thls mlgratory pattern makes it exttemely d1ff1cu1t to

L3

'obta1n accurate statlstlcal data on the Indlan populatlon to.

Be served. It is un1form1y the belief at all sités® v131ted

-

pu . .
A

; f . e e MACi
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. > . ) 4 .
" is very important to Indiap-groups, affecting the alletment .

of funds for various programs; oniy one’ site had conducted

" to p1ann1ng Hovever, there is some eV1dence (spec1fﬁca11y ’

. . .
. .
-, ' . PN
* - = . \
’

h0wever, that census data 51gn1f1cant1y underestlmétes the co

- > -

actual IndIan—populatlon Desp1tewthe'fact that census data

\ .

[

.. n

a serious count of Indians in its service area and none ‘had -«

developed any plans to help. 1nsurc greater accuracy for the' e

-_ ‘.‘ “ s
1980 census. - s = ’

The shifting hature of the target population is rg-e

garded by most Ind1an Prlme Sponsors as a serious deterrent

1n Dallas) thaf desp1te the contlnual in-out migration, the

number and make-up of the Indian population remains stable
. t [ ’ -
in a given city. ~ - ) , . .

4

In most of the sites visited, the I dian population'was

gathered withln ;relatively well def1ned nelghborhoods _ In

v

the cities, thls turns out to be advantageous for the fun-

ctioning of the center, g1V1ng Ind1ans .e4sy accesss to a center
)

located w1th1n its neighborhood, and he}plng it become a part

&
. L ¢

of the Indian. cbmmunlty - f o or o

4

On the other hand these neighborhoods are usually 1n .-

older parts of town and réflect the- poverty and 1solat10n-of /f
the Ind1ans from the general populatxon. It is not ev1dent o -
how much of this in- gatherlng of Indlans r;to nelghborhoods .
1s\dpe to negatlve b1as on the part of ﬁhe general populacej *

,

7

how much is ‘due to w1despread poverty among Indlans, and how - -

. . L - : : S
much is due to a preference for being among one's own kind. _ o

1 - ™

> . cneif




It is likely that all of ‘these £orces are wut work.

s - Most -of the c1t1es V1s1ted have urban transportatlon ' Y |

—

problems which are exacerbated for Indlans because the '~ -
v ] !

néighborhoods whexe they live tend to'haye onr'connections \)'

Y

. . . . - ) N

to work sites. - - > . . "

. ; //' Another vldespread characteristic of the Indian popula- '
oot @ ) 4 L *
tion-is 1ts generally low levelof educatlonal attainment.

| In general, approx1mately 50% Sf the adult population has not .

l, graduated from high school o . " vy,

Othef’characterlstlcs of the Indian people, reported . .

at all sites VlSlted is -the difficulty many of them exper1ence

n
¥
-

with city It fe 1n\?‘technolog}ca1 soc1ety.- The lack of know-

. " " ledge of the;Qorld'of work, -ignorance of employer expectations,
‘ . N :
“and difficulty in"living by, the cl&sk-time standards of
» LS “ 2 e ’ , _
commerce and ‘Wndustry, all militate against, ability to cope

with. JOb demands., Over and over, reports 1nr1ude comments.

about, the need to prpv1de 1n:depth or1entatlon and att1tud1na1

Te- tralnlﬁ‘, 1n order to prepare Ind1an people:to take %helr
. ' ot
place in the ‘mainstream world oY workf=§Nany of them need

~

ass1stance.1n—Learn1ng elementary rules of personal hygiene
R and grooming, how to fill out application forms; how "to con-

duct themselves at job interviews, apd why it 1s necessary to
¥ Y |
show up- for work regularly and on time, or to report in when. ~

.absence is unavoidable.. ' ' (T

- -

It is’a rarlty for ‘Indian people to- regard work as a

.

+ means of self- fulfbllment Nor do many “tonceive that a match

N

’

2 o h \ . ‘04 o \ ) ’ :
LG ' 10 - nacx/__/




R . s ' . » - . .
; betqeen their abilities-and the requirements of a gob‘might“
result in finding satisfying workt‘ There is-contradicfory-
.evidence on this'podnt however. .It.is reported freduently

-

that app11cants for dlrect placement at CETA III Centers

k

nearly always express a w1111ngness to take any work that is .

' .

avallable When they leave, after a short tlme on the‘job

v

however, they}Gust as often attribute their leaving to lack .

. 2
of,1nterest in the work. h . {r /

3

- Anou'er characterlstlc af the Ind1an reportéd;at all
*

’

r

sites is a hlgh ra.e of alcohollsm At one site (Portland)
4

it was reported that 95% of the CETA applicants had problems

related to "alcohol consumptlop serlous enough to affect job

performance, at 1east'part of the time.
\\ . ‘C‘ , .
N\ At all sites, drinking was mentioned as a significant

factor in poor joE performance, accounting for a high pro-

: , ‘ « .
portion of employee ‘abkenteeism. At lease 70% of sthe work-
ing age“nale Indian population has a drinking problem.ﬁffect-

ing employabilirf.~ The figures on female alcoholism are not’

?’

as clear. However, in Phoenixt-more Indian women than men-"

-

are arrested and Jalled for drunkennessl -

\
Such reported rates of alcoholism must surely affect

13

the probability of success of any CETA III Prime Salnsor.
Although the lack of detailed follow-up data. nkes it im-
p0551b1e to‘determlne justiwhat this effect i3, 1t is 11ke1y

’ ﬁhat it fs-an 1mpor§anx\factor in the low rates of job re-

tentlonyreported by all the srtesnrj;at ed. .

. 05 -

1
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. There can be, litt}e doubt thaf the high rate of . K
¢ lx-b PR -0

: N '
alcohol consumptlon by Indlaﬁs ‘of" work4ng age is # factor

Ny . to be,addressed Ay any manpower tra1n1ng program aimed at

-

' helplngvthls groUp gain- entry 1nto,the nainstréam of

Ao American economlc.llfe. e , Y.

, 1.02 ECoNOMiC DATA_ '/ . | o . Co.

. -

An outstandlng charftterlstlc of the Ind1an populatlon
’ \ .-

I at all sites V151ted 1sr1ts poverty and economic hope1ess= o
| " ness. At no slte w&s there }eSS'IhPQNZS% of the Ind1an>~ g

~ . - .families living“on incomes below the pové:ty,lbvel: In the

- - LU
- @ase of families with women as head of households, the pro-

. ’

portion is nearer to 70%. " "~ . . : .
[y Py . LY -
¢, -

K ‘ Unemployment is high-at all'focations;sranging fromt

4
, A~ .

> - [
L] .

. 'tlon in the same lpcale. UnemplOyment ratesfof 30% to 40%

are the rule, Egther than the exceptlon. In somé 1nstances,

L
"

unemployment rates of 50% to 60% are reported

- -t

For all pract1Ca1 purposes, there is no core of

\
‘. Indlan businesses that could form. a stable source of employ-,

o
ment for Indian people. "While this situation-promisesxto

change in,the;Northweét; with  the advent of the Alaskan .

- ' ~ PP
corporations, no other place visited showed significant .
/ JIndian entrepreneurial activity. Some small businesses '

i . N

exist but these are few and rarely employ more than one or

¢

’

two- people other than theeproprietor. ! B '

Likéﬁiée, the low levelf of educationfl‘attainment~ S
’ ¢ ; . .

. "fthree to five t1me as high as that of the. general popula- -
¥¥ .

M
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~

militdte .against the development, of a cadre. of managerial,
, ! ! : P . X

admiﬁistrative or‘prbfessional pérsonnel Y While there s

weTe. three §ﬁtes 1n whlch heads of CETA III Programs were

\ -

professronals Cteaphlng, soc1a1 work and law were repvesent-)
) . X

. ed), no. slte was headed by an 1nd1y1dual with’ a prier

- ’/‘~
hlstory of $qbstant1a1 admﬁustraUye or managerra} respons-.

LI . .

1b111ty or experlence.t M v’ .

’ N

+The dearth -of aVa11ab1g=Ind1an entrepQ%neurs or

-
- .

managers undoubtedly both reflegts and 1nf1uences'the general-
) » - .° « -

3

1y low economic status of Indians at all locations visited.

» - .
" P

1.03 GENER&L INFORMATION ON PRIME,SPONSORS

- |

The maJorlty of\the CETA-III Programs v1s%ted yere
part of establlshed Indian, Centers €ome of thesge had been .

part of. the Inﬁian-commanity'for many years. Others,were )

felatively new.. Still others _were orgaﬁized specifically in °

-

order to obtaln CETA III furids. All were Indianfa¢ministeréd'.

,and a11 were new v the emgloyment and tra1n1ng Field. ° L

N sl

f

. Those programs functlonlng within establlshed tmult1~

purpose s€rvice centers were both a551sted and hamperedqlh y
1

"the meiementatLon of CETA III Programs - Asslstance comes
mainly in the form of<a;d in outreach and recru1tment functlons

Clients are’ attragted by any one of avVarlety.of services
. ‘ . N . \ .

including family assistance, health care, senior citizen - ~‘

.

lunch programs, food stahp,distribution, alcohol rehabilita-

- ., .8

"tion programs, youth programs, scholarship assistance, sports

r'
-1

07
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s

S actlvlres, ch11d care, arts and crafts programs, museum

t
S/ .

.o
¥

]

“+  N&t all multl-purpose,centers provide a11 theae

"Eplays, pow wows and other ceremonies, as well as”

through a var1ety of other "social and cultural aet1v1t1es

L ]

serriceé,'of course,-hut the drawing power of any or all of .-
* ' N .

these programs serves to br1ng people into the centers

‘—where they subseqpently find out about and, in some instances,

. LY ' . .
ravail themselves of the manpower services available through
r~ ‘ ; -

.CETA’iII . . X

4

.

Theprior ex1stence of other operational programs

has sometlmes hindered the Manpower programs throug}va carry-

over of attltudes and procedures more appropr1ate to charit-
$

o

able ac¢tivities than to the development of the sedf-direction

and-personal‘responsibility basic to benefiting from employ-
l .

'In\some centers, legislatively established CETA goals

meént dand training opportunities.

and obJectlves appear to have been mlsunderstood m151nter-

preted or redef1ned by staff more familiar w1th non- CE{k

f
" In some cases this has resulted

like operatlonal programs.
Ie . ]‘ o

*in the use of CETA-.funds to deliver servicea that are not

in ,total compliarce with the. rules and regulations governing
-~y
§pec1f1c program activities or that do not conform w1th the
- . /

" <intent of CETA legislation.

!

In most of the sites visited, regardless of whether

.they were located in cities-of 35,000 or 3,000,000 the

manpower, pfogram was initiated in and_was(an outgrowth of

N -
\ —_

%9, g

N

v




¢

s

struggles to gain control over avallab}e monies. Sometlmes

the struggle has been. internal, relkated tQ fhctionai dis-

\ . . l

- .

these pre- ex1st1ng Inglan organlzatlons
In many instances, the availability ef TA Title

I1I fundSaha§ changed these organization§ original emphasis
S .

and has generated internecine polltlcal disputes and power

iRl

~—

phtes within the o;ganizatinn. often it has generated‘
hostiiit;es amoeng the seve{al or many:Indian organizatiofis
in a particular localet ‘ .

Almost all the centers visited haﬁgeither experienced

-
4 /

or were still embroiled in such ﬁolitital in-fighting.

This energy-draining ac;ivitf, combined with th& lack of
expertlsa in the manpower field and the d1ff1cu1ty of
shifting focus from prevmously!ﬁﬁtabllshed operatlonal pr6'
grams, has resulted in a blurring of legyslatlvely mandated
CETA goals and objectives at most of the Centers. Spec1f1ca11y,
these factors have 1nf1uenced the allocation of slots in .
the operational_pnograms and the use of Work Experiencé (WE)
and Public Service Employment (PSE) sloEs éo placata Indian
organizations, by prov1d1ng them with CETA supported staff.
Ebp'phy51cal plants occupled by Prlme Sponior organlza-
tidns vary from old make do bulldlngs (as in Boston, Dallas

..-r“

.and Phoenlx) to beautlful, modern, city- cwned structures ] A
~

spe¢1f1ca11y built for logAl Indian- organlzatlons .(as in

W1ch1ta and M1nneap0115)

- 15 naci¢{_i__;a'



;.00 ADMINJSTRATION AND MANAGEMENT

. ..

As Has alroady:been;qigzgoned it/ appears that there

is a dearth of available itraXned manager1a1/adm1n15trat1ve
personnel among Ind1an groups at all the sites visited.

There is 11tt1e doubt‘that those who ‘have. been function-

ing in these roles at the sites are 51nce¥e are willing te °

/\
work hard, and have strong desmresqto help their fellow
Indians: Most, however, lack the expertise to Garry out
tne traditional managerial fﬁnctions of planning, directing,.
centrolling and evalnatingaérdgram aEtiv;tie&._ v .

At every site visited, a~need7for,technica} assistance
was expressed. At times the emphasis was on the'need for
assistance in implement}ng the oPerational programs. At'
other times, the need for assistance in management‘techniqueS'
was stressed. This latter need is betoming more pressing

with ONAP s demands for management by obJectlves at centers

.

where HEW is supplylng admﬂnlstratlve funding (whlch 1nc1udes lfl -

A\

nearly all the centers visited).

, 2.01 PLANNING

To spme extent planning is hampered by the lack of
accurate, detailed current; Etatistical infof//tion on tne
N ( .
characterlstlcs of the Nat1ve Amerlcan work force Wlthout
this knowledge it is difficult to.s establlsh pr10r1t1es set

goals and formulate ObjeCtIVPS




The heavy in-out migration patterns n/esent dgfflcult
K. .

methodolog1ca1 problems for both the gatherlng of data and

L4 L J
the related prannlng processes. ‘ - \
' - »
- RV While the.dlfflcultles of coplng w1th these problems e
- \
. is acknowledged there is lrttle evidence at any .of the

——r ~
T

sites that Indian Prime Sponsors are trying to solve these
[ B .

.

problems. : . = ‘ " Lo
S * .
Where efforts ‘have been made (at one site) to do any
° - B . . \\
*~-; objective analysis of the needs of the local Indians, there )

is no evldence that the f1nd1ngs have been 1ncorporated in
_ the ﬂ[annlng process. ;_ '
In no instance was there evidence that follow-up
~data (i.e. knowledge of the resu}ts_of progran operations,
.was integrated into\the pianninﬁ'processJ o

’ ' For the most part,. planning such as it is, ce ters

ent

around the preparatlon of the annual proposal .to Depa
I3

. of Labor. Even here, the1iack of adequate data based on

A} - )

the needs, potentialities and preferences of the target

populatlon of, lndeeg, op its size and characteristics, the

lack of ability or inforpation to perform outcome-analyses,

Indian organizations, all com- .
. . t .
o -, bine to make for politicized decision-making selections and

and the pressures from riv

allocation of funds to alternative delivery systems. In e
. : R :

«~ two of the centers,‘planners have been recent additions to

-~

" the. staff. In neither instamce are their activities, re-

VIR e 4 | S '
sponsibilities, or jurisdictions defined. It appears most

<

o ‘ ‘11_17
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“

r

. :appears that many. f .the best ‘qualified Indians are working

’ , "‘: N h» ‘

likely to be fortheoming from other staff members, since they
LY

are even more lacklng in background and training than the

Y 2

-

planﬁer It remains to be seen how.well this 1nd1y1dua1~

"will ‘define his position and, how he will interface with the

 Test of management in the- planning process. Planning is

an area in which technical assistance is badly needed.

2.02 STAFFING

- -
» r
K]
N

The staffing situ¥fion.at most of the-sites visited

’ . : . - ‘ &}
is beset with roblems. In many instances, directoré of
the CETA ITI Manpower Programs have been the focus of re-

~N

' verse po;1t1cak~attack - In gettlng programs initiated,

Y

they have 1nvar1ab1y arpused an1m051ty from coMpetlng groups

and have had to., make unpopular decisions. In several in-
N

;stances the foundlng d1rector has resigned,

once the pro-

. gram was under way, in- ‘the hope of‘removing himself "’ as a

-« !

poiitical irritant, .and of promoting harmony\among Indian

organizations and, most importantly, .to preserve his own
peace o

f\Q;nd. ) : . - ’ g ’
. ' 4 N
Another  diffieulty in staﬁg is the lack of a * ‘

[ \

-

pool of available, well-trained

<«

tive American managers

’ PN

-

and techn1c1ans in| the employment and tra1n1ng field.

It

. ) .

or for other government agencies, where
T aw _

ity benefits are more attractive than

v ’ 3 . k3 o'
~ for municipalitie
salarigs’and secu

those provided by CETA IIT Prime §ponsors:

»

1248

»




>

Shile a feﬁ technically trained péople‘{illmisome

staff positioﬁ% on PSE slots, many staff members are on

WE slots. * WE people, by deflnmtlon, are 1nexper1enced
and can only be kept ‘in. thelr p051tlons for short perrods
of tlme , In general -at all sites (w1th the notable-
exception of Phoenix and Mlnneapolls) turnover rates have

L}
been high at all levels of staff,

Given suffic&ent’fundséto pay competitive salarie§

and frlnge benef1ts, *CETA ITI Pr1me Sponsors would be
'~ .
more 11kelv to attract and hold more experiencéd staff

-

G1ven the :ldck of available exﬁerlencgﬁ Indian personnel
[}

Nat1ve American Prime Sponsors nght find 1t benef1c1al

to hire experienced non-Ihdian personnel\w1th the spéélfic ‘

intent of hav1ng them traln Indians to functlon at appro-
¢

pr1ate levels of competency , ‘f

Problems related to neoptism in staffing have beeh

common. in the history.of a number:of-tHe centers. For
1] . ‘ = .

. : ' > T
the most part, these problems hawe béen resolved. Today, .

-

in an attempt to dnsure objective'and even-handed treat- -/ -\

B ! . . - -
ment, most of the programs have developed job descriptions

EY

~

and personnellpollc1es governmng hlqug,,flrlng, prdmotlon,

gr1evange pro edures and general developed or are “in the,

proceSs of developlng Performance Evaluatlon Révlews, but

few centers have had much experlence with them’ because of

[y

the rapid turnoVer of personnel.
- “ . £

- ]

1:3"]4} .
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2.03 - CONTROL - - - ' N

- The most fommon means of control is the staff meeting.

In most centers meet{ngi; re held on a week]ly basis. In
Y

s >

most centers there may b weekly ‘meetings of supervisorﬁzx
v . t

level personnel and week&y meetings of each supervisor with

his subordlnates.- In smallef centers, meetings may involve

‘the ent1re staff. ’ .. e 7 ,

. ' . ‘
. 4

‘In other centers,‘control is exerc1sed through d1rect-

¥

ives 1ssued by*the dlrectorato anyﬁhnd all staff members,

One center uses ‘a weekly activity report as a basic control‘

mechanism. ¢

At all the-sites visited, hewever, meaningful conttol

was hampered by the %ack of clearly stated objeetives’of

work outlines. Without thém;”it“is“diffioult,touknowg;‘

s

whether controls are effectlvely keeplng the program L
on target" e T ] . . )

) 1

Sign-in”and sign-out sheets and time clocks are used
/

as a means of insuring that staff members are on time and

>
!

at work. .In some instances, this control technique clearly

has the additfonal function of informing all other staff-

o Mmembers of an 1nd1v1dua1 s whereabouts. In these cases,

. .

'the control technlqﬁe appears tq be more a matter of main-

i 4 '

taining lines of communicatio among staff personnel, ., .- .
N - . .

especiall}‘between office-based employees and those.tyat

spend considerable time in the field. v

In one case the technique is felt as repressive to-

- .

staff members who are rarely given permission to work|in

K ) : . 14 20

bd
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~

+- implement the program mix outlined in the.Comprehensive |

oL in thévfield, whileestill belng reouired te maintain-rigid
time acrounting procedures. ‘ L ’ - .
: 3 In no 1nstance was control exerc1sed through the + = ..

establlshment of work objectives and/or. ‘time- based plan511

v

s for individyal staff members (e g.- numbe rs of 1nd1v1duals
% b

counseled or number of potential employers contacted in'a
given period of)time). Even in the instance where activity
reports are 'required, no standards or ‘'performance-: goaks

\ . prov1de a base 11ne against which to gauge the. acceptab11;ty .
] y '
of the acthlty reports, to prov1de a means of problem

~ +

1dent1f1cat10n, or to fdster,problem~solV1ng should performance

'goals not be met. ' . -
2.04 IMPLEMENTATION . ]
) While most of the Prime Sponsors have-attempted to . -

’
’

N
Mafipower Plan (CMP), few of them have g1Ven equal attentlon

Ve . » [

to all of them - ’ ' S ¢ ’ v .

. Characterlstlcally, On-the- JQb Tra1n1ng Programs | Vel
/ . - ]

(0JT) are, the 1east developed This 1s, in part, due to*

- the chara&teristic.lack'of connection with the leaders of

0

. the private sector, (This lack is discdssed;in the follow-
iné section on Policy Boards).' In part;.lack of 0JT K

'strength is also due to. real or perceivedjcompetition with - .

[“mun1c1pal toun;Xv'and state Prime Sponsprs in.the area. -

i\

In part, the lack is.due to conditions of, recess1on

particularly'in caties like Seattle,and‘Buffalo,-ylth high L
¥ - v - L - ’ .

¥ e
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’ unemployment rates and 'tight' trade union controls over
. o6 : .

. half of the sites Visited

profit sector, and the emphasis on these programs is_a way

"~ of avoiding approaching the private, profit-oriented

W/

-

v

-

avallable JObS . .
' Lack of dEVelopment of OJT programs is probably
SO attrlbutable, to. some degree, to the reluctance of
American Indians in approachlng ‘the whrte communlty.

Classroom training also is under-emphasized at about
- <« --?‘
There is conslderable feeling,

at these sites, that many Indlan learners have d1ff1culty
keeping up with the pace ‘of 1nstructlon at public schools,
or that'they are handicapped in learning because of their

social isolation from non-Indian classmates. - -

*

Some Sponsors try to overcOme these d1ff1cult1es by

estab11§h1ng 1nstructlonal programs of their own; others

1

try to emphasize other training opportunities._ There

'

seems to be a trend to make‘greater‘use,of CT slots alloc-

1

ated to Indians by municipal Prime Sponsors.

T ‘Public Service Employment (PSE) ‘and Work Experience

(WE) (particularly the latter) are the programs given ' S

heaviest attention. . ¢ !

-

PSE and WE, by defln&tlon, 1nvolve work in the non-

(more oompetitire) world. - - -
Characte(istlcally, PSE and WE slots are asslgned

3 N

to Indian organizations. In addition t¢ their usefulhess

as a means of“avoiding contagt with the .core community,

¢ a2 &
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-

- ]
I, [:ﬂ\ WE is th!& it prov1des a non- threatening, supportive‘

. they bear littlé relationship ro prior schooling or training ’

Bank and'aptitude,testing capabilittéf, there is widespread

r 2

. - s
they-are.also ways of meeting political pressures @gnd

demandSqin the Indian community

The Justification offered for the heavy emphasis on ° - )

~environment in jyich-lndran peopie can learn to deal with -
$emands such as pfomptness, dependability, grooming, personal
hygiene, and appropriaté dress on the job. Rately do WE

slots provide any systematic, job-related traininff. Often
) ¥

by ﬁE employees. Most WE slots are Elerical or janitorial

in nature. .

3 -

The way in which the program mix is determined appears
to be atbitrary. In no instance was there a justification
available or a report given. of the rational basis for '

plapning a particular program mix. . . -

.~ In addition to the‘four program.areas\oﬁtlined in the
CME,,most Prime Sponsors offer direct job placement services..
At some sites this activity regeives heavief emphasis than - _
~any of the four program areas. )

-f

While some use is made of the Employment Service Job

"disaffection expressed toward the Employment Service. It

-

was frequently stated that Indian job applicants are not

»

[ — re .
understood, not givep fair treatment, are "lost'" at the
. -~ - ‘ .

“Employment Service, or are simply reluctant to apply. :

S - Cnacif




function as part of the CETA pr&%yam. At.no other site

At only one site (Seattle),\however, was there any

attempt to have an-Ehployment Service employee "outposted"

. . L .
to the Prime Sponsor's location and this person did not
2 . , -~

.. was any recognition given to the possible waste of resources

/-

ipvdlved in duplication of services provided by another

- )

agency. .

. . . / - . .‘.‘ K > . . .
At one site (Minneapolis), direct placement, in the

form of a Day Labor program, is the most heavily.emphasized

3

component and serves more clients than all the other compon -

ents cohbined,'despite its_doubtful compliance with DOL's

CETA III gnidelines..- . o .
As a genetal rule, program functions are coordqgmated
@ ) . -
in a rudimentary fashion, primarily through the data

generated to prepare required Depdrtment of Labor Quarterly
Reports and. the annual proposal instrument. Data forms and
3 hd .

reporting formats/used within the systems are not generally

»

integrated for the purposes of ménagement &irectfdn and

contggl or operational planning. . .

- )

It may ge that if DOL devised Quhrterly Report forms

’

and outlines for propoSal 1nstruments (and DOL prov1ded

training_in their prqper use§ de inded er at;entlon ,
> o o .
to manager1a1 functions (e.g. planmgng, directioh, control,
- . ' N - ¢

" evaluation) the operational programs-of Indian*Prime Sponsors

. Id
could be materially improved and a start made in tHe~

- ’ [

¢




1'developnent of a cadre of managerial personnel among native

Americans which wéuld.have far-reaching effects on théir -
incorporation into ‘the economicslife of the Natiom. This

recommendation must be looked at closely as most centers .

»
- . «
= '

are experfzncing difficulty %ith the level of reporting
- . ‘ ‘

presently required.

2.05

Direction consistently occurs from top to bottom.
Only in Portﬂand (through Staff Development Programs) were

channels established-for encouraging staff participation

in the management of the ‘Manpower Programs Signifiqantly,

only in Portland hawe new programs been dn1t1ated “and new . =

funding sources been obtained by non-admlnlstratlve staff
L ‘ : . ’ \
methbers. ’ ' . . ‘ R )

,About half of the Prime Sponsors have 2 Policy and

Procedure Manual e1ther dlstrlbuted to or ava11ab1e to
ﬂ 4

thelr employees. One Sponsor has a manual but it is not

made accessible to ‘employees.* Others have some policies’

+

- and procedures spelled out ‘but do mot regard them as p

constltuflng a Manual " and dlstrlbute only those portions °

LY

considered relevant to a part1cu1ar 1nd1v1dua1's job.
All sites appear to be attemptlng to fdrmulate policies
and procedures to insure éven-handed treatment of all

employees and to guide supervisory staff in their relation-

shfps withéemployees.

‘DIRECTION . = . . |
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Policy and procedure manuals tend*to contain: * .

o} '.%i'ring and firing- procedures (alwayc includfng\ :

' anti-nepotism regulations) . o : . .

0 grievance'proc§dures * oY |

L d

¢ - . iy .
0 pay scales aﬂdlpay increments permitted
v
0 employee evaluation.guidelines -
. 0 ' absence and vacation policies

.0 job descriptions. . <’

’

- . ‘ -
Occasionally, the Manual ‘will contain a statement of . .

~ 4 b

thé phllosophy of the Prime Sponsor organlzatlon, and organ1-~'

i zatlon chart (with its 1mp11ed chain of command) , rules

[ .
governing. election or a551gnment to membership in the Board

Y}

of D1rectors, or similar materials. g T T g

Even in those instances where policies, procedures : '
<0 [4 L
and accompanying forms spell out periodic employee evaluations, :

Prime Sponsors indicated that the policies wereiloosely
followed, if at all. Examination of employee folders seldom . .

showed records of systematic evaluations’ Whether'this

/
is Eecause employeé'turnover leaves few 1nd1v1duals in place

\/ -
long enough for semi-annual or annual rev1ews, or whether

N

employees are not évaluated for other~reason§} is not known.
- r - ’*\

In all instances, employees ﬁil{ihg'PSE or WE ‘slots o

-y

are said "to be subject to the samg policies, procedﬁres
' .

and’ rules' governing regular émp10yees.of the Sponsor. Where
opgrational pregramé-othér than Manpower Program is.a part
. -t
t - v .‘ r

o 20<26
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Lt ’, " v - N

1, .,of a Prime Sponspr's- activity, emplo&ees in all programs are

. l.. \‘ . vA ‘ ¥

*said to be governed by the same policies and procedures It.

is not known whether ‘all are subJect to the salary 11m1tatlons
v, .

. imposed by DOL hoWever - " o~
. - ;'/4 » .
©2.06 POLICY BOARDS . )

!

In all instances, the Prime: Sponsor's Board of Directors
is said* to be the poliey-making body.for the CETA III Program. *

In some sites, the Board of D1rectors (or an individual

4 :
. .

member or a committee of .the Bbard) has taken pver or become . -
» . 7
;plglved in, administrative detalls ‘i instances where P

‘operatlonal problems were. be1ng experlenced or where a .
program is "between d1rectors” At some _sites, aw;trong »
_dfrector leads “the Board, thus managlng the estab11shment

of policyeas well as its 1mp1ementat;on. E

- 9 N y - - .
*In all instances, the organization ghart shows the

< N *

.. Sponsor S ch1ef executlve as answerlng directly to the
V “Yoard In most ;nstances, the Board's app;oval is requlrod' o
. *e
. before any emploxep is hired.oT f1red ‘ n ‘\
ﬁ Y D1ssens10n W%Ehln Boards of Directo pnd between \ i

L 3
the Board ana the Sponsor s chief executlve have been
.'L*{J ’ P .
frequent enough to warrant attentlon . Again, the polltlcal

.

situation at some s1tes, where varlous éﬁﬁlan organizaxlons
. s - -

were vying for control ‘of Manpower Program funds, is* seen

. as a prime factor in these dlsputgs; rather than any’'. ?' -

’ — .fundamen%al d1fferences in phllosophy or q&’beptxon of -
- jhow the prbg;am should be run: ? - . ,"‘ '“‘l ~: fv )

. . 2 . ’ . .

= ‘ , AN

o8 ’ f -, - . - N
N .
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Probably as‘a consequence, Bbardsief,Directors tenq
to be pdlitical%y "balanced" (i:é.-ﬁo include Tepresentatives”
of various Indian-ofgaﬁi;étionsﬂ. This politicalh"salance"
%S‘ingérpreteduas megning that khe Boardﬁis "representative"
S &

of the Indian community. Whether this is a correct assump-

. . tion or not, is not known. . .

S »
In general membershlp 1n the Board of Directors is

obtained by one or a comblnatlon of the follow1ng methods: -
° electlon by the Sponsor s membershlp Eusually ‘ -
membershlp 1nvolves srmply signing wup ahﬂ

claiming at least 1/4 Indian blood)
‘o" électlop‘or'%pp01ntment by the Board or
N .Vgenera}\membership of‘othqr Indian orgaﬁization(s)
!!F * - in the community - ' ) IR p
. ° ‘.filing a ggfitian‘tﬁ'candidaéy that requires a )
. set mumber of 51gnatures gf the Sponsor s J ’

membershlp and standing for electlon by a . : .

.geographica or dther sub-group of the Prime

Y3

Sgensbr a
° appointment- by the Bgard itself to fill a v canéy, .

enlarge its membership, or 'to replace an unaccept-

‘able member. .

-

.

' Board‘ﬁempers generally s%zve staggeréd.terms ﬁﬁ office

N

o
v . '

to insure continuity to the Board's functioning.

*.In no instance is qeﬁ}ification‘for Board membership

. N ’ .. L. - . LI 4 .
* determihed by¥vidence of admiristrative;*managerial, pro- | 1
' L} ] P R . * .

’
4
v

. * ‘ C - 222 22{ ‘ ‘

naci %___/




?

' ex;1u51ve1y of Ind1an members and. of representatives'of R

AY
Y

e

8
-fessional} or other relevant gxpertise of.exjerience. ) :

h 3
Perhaps to compensate for this lack of experienced

I 4

background in Board members, /?ew of the Prime Sponsors have -

initfated Board Training Pfograms. For the/ mést part,'this

g‘firms. "

training is obtained from outside consulti

.Boards are usually requjired to meet on a monthly basis

but tend to meet more often when the Spensor is'experiencing

~ v /
' /

problems. At these meetings minutes are generally, but not
alwéys, kept and parliamentary protedﬁreé are, more Orf less,.
followed. It was reported by a number of Primes that Board

meetings have, at times, grown acrimonious and even violent.

Now mBEt\\::{ not all; Sponsors no longer are experiencing .

~

this kind o dlfchulty

/

It-is most customary for Boards to have six te~ten '

- members and to elect their own officers.

As a rule, a Board will act as a’'whole. 1In a few-
instances, the Board will work_througﬁ a committee structure.

Where_ they exist,®the most Lommon committees are: Executive,
i { .

Finance, and Personnel Committees. ' .

®.

. vAltpOugh‘they are hétqmandhted<hnder CE%A Title III, .. ,

-

most,of.the Prime Sponsors'visited.héve:triedtto create

. ~ . ° - ,’ ‘.‘D\
Manpower Advisory Boards, for the most part,- to -provide .

.
. . - Vs et

advice on employment and tralnlng pollcy matters ‘and on

, - ) . ! . \ J ) . i
progrdmmatic issues., I . ,
- , -

- »
¢ N o~ N

7 -
. Unfortunately, the;Advisory Boards, coﬁpfised‘almost

- b 4

\

' l’

. s ]

other’social service or communlty based organizations,

L - . - P

o -, L ﬁJ 29 .
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.
~

either duplicate or compegte with the Boards of Directors,

‘on the one hand, .or serve little useful purpose on the gther,

—1

except. in-that appointiients may, again, serve as meahs of
. o ! - - .

placating o6r enlisting support from individuals or organiza-

tions that might otherwise be active in opposition to the -

-

Manpower Program.

. K ‘ ¢
No CEPA 1II Prime Spdgsor i%;erviewed-has taken the

. . , 4 < . .
approach of enlisting Advisory Board members from potential

-

employers- in the private sector or from various experts in
. )

the local proféssional community. Because of this, the Sponéoré
have underutiiized availab1e>loca% human' resources. Thqse'
could be used to aid -in ;job &evelopment and job placemént,‘
to obtain recognitién and SUpportzfrom the wider community,
to provide technﬁcél assistance in areas rangipg from'

4

accounting to péychologicai testing, from screening of
applitants to training of staff, to donate services or even

: - el
funds for expansion of_Sponsor astivities.
1} .. .
In this area, as in-others, the Prime Sponsors seem
o, - [ L.

to impose a soeial isolatién upon themselves through this

reluctance to deal with the white majority, or with other,

non-Indian groups. e . 5

_ There are two notable %xceptions to this tendency

!
toward exclusion of the core community from CETA III Sponsor

activities. Both Wichita and Minneapolis have obtained

beautiful physical piants from city and other government

funding programs. Minneapolis, while_’re'quir d to maintain

_edgp.




‘citwaunctionariesn. WNichita, on the other hand, acti{ely

- its museum a prestlglous activity for the socially prominent,

- actively solicits support from clty and state CETA I Sponsors,

‘and to ‘train Indian persomnel to take over.

2.07 FISCAL MANAGEMENT

work to countersign time sheets. for CETA\fII cIientsgqbtaiﬂfa\

.
b
e .

a minimal relationship with City CETA I programs or other, J-

solicits wide communlty support has made assoc1at10n with

s

-

and has employed experlenced "Anglos" to set up programs

o _- ) T &

All Pr1me Sponsors requ1re at least "two. ‘persans to
sign checks disbursing CETA III funds.
’
All require teachers’ gt schools and, supervisors at

- . . - .
’

ing support from the Program.’ -

-

Our investigations did not delve into the details of

F15ca1 Management Systems. We didinot; for example; determine

1

how closely a Program's actual expendltures coirncided with

those planned or how dlscrepanc1es were handledfagmlnlstratively.

-

<

3.00 OPERATIONAL SYSTEMS

3.01 OUTREACH, g;chITMENT, ASSESSMENT. AND SELECTION
Outreach .and recruitment is mostlsuccessfully carried

out; at all sites, by "'moceasin telegraph”h Woro pf mouth

communication in the Indian community‘is the primary source

of appllcants to the CETA Manpower Program

Thls is, true for a11 the sites visited. RS . v

How the word gets,around is only partially known.
v - . : - b
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at meetlngs,

:Q‘ . SO
whether it selectively reaches those most likely to benefit y
- . -7 ; L. ¥
from Manpower Traingng Programs or-whether it reaches out -
’ ‘ - .h l - i
only Tandomly into- the Indian community is net known at all.
ook « B
One of the primary communication methods that feeds in-

to the "moccasin telegraph" is the involvement of CETA staff
) ./ i .k '

personnel with Indian cultural, political,

eéch‘

. ¢ [4 .
organizations and activities. By being ‘"joiners",

v

feeds into a communication network informally *

I

and has

- .

access’ to more formatfcommunlcatlon through anneuncements

—

through posters and not1ce§ mounted‘on head-

’

) quarters' hulletin boards, and through news release; published

_Programs.

F
:It—apparently does not take long for the word to
R .

Z . L Cq s .
in Indian newsletters -and other publigations. ’

spredd that'money is available for Manpower Training
But it.is also not clear that all individuals .

responding to this news are those who are seriously interest-

',ed in obtaining training in order to go. to work..

&

. to eliminate a 51gn1f;ci;;

L3

Every program site v1sh$ed (w1th the p0551b1e exception

of Bismark, where very speeia cdhdltlohs prevall) "has - -
reported the necessztyiof 1nst1tut1ng checklng procedures ’
M \ T —— ’
number of "program-hoppers'
who are adept at obtaining. assistance but who do not make

good use of it.

Apparently to many ''program- dependent Indlans” the

-

word tha?ﬂgets out makes them be11eve ‘that «the CETA III

naci / _

-and social -r
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”

program is another source of getting a ""handout". Few L

%

of these people succeed in getting enrolled into CET@ III .

S
Employment and Tra;nlng Programs It would be intgresting

) LN
to determlne whether "moccasin telegraph” compared to

other outreach and recruitment techniques, reaches a
- )

' greater or fewer number of recruits who respond genuinely ..

to the int'ent of the Program.
-

Other outreach and recruitment techniqueé aimed '

exc1u51ve1y at the Indlan populatlon included the ‘usual

~ *

PUbllC Relatyons methods such'as:
« 0 speaking at Social, cultural, and other i
- organizational gatherings ) N
o making space available at the Manpower Program

Center for a variety of Indian activities

o) dlstrlbutlng flyers to Indian-household

2 ]

o) preparing and displaying posters: at (local

'shops, housxng developments, clubs Co-

0 talking on Inddn ‘radio program S~

‘Techniques used to inform a w1der comm;nrty, including
but not 11m1ted to Indians, [includes' . “ﬁ,._
o appearing on'radlo and teleV1;10n talk shows
o) | dlstrlbutlng news releases to- local -newspapers

and other news media

0 publicizing épecific events, such as receipt

of DOL funding or appointment of a new CETA

& ,
* “+

A
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staff member, or the -establishment of new .

headquartersﬂ

As has already been mentloned tge 1nc1uslon of the

la

-

CETA II1 Manpower-Program in a pre ex1st1ng, mu1t1 service .

Indian organization provides a wider outreach gapab111ty
. b - ) ‘

into™Mthe nafT;e American commynity. -

. In Phoenix, this possibility is maximized by ‘the

- -~ >

installatioh of a Central fﬁfake Unit. Individuals,boming,

-

to the Center.for any of a number of d1fferent'k1nds of

’

services offered are, thus easily refglyed to manpower

services, when these\appear'to be'needed.
By ' - 4
~ + .
In Minneapolis, this appears to be minimized by the
‘ - 3 . R ~
physical and operatidhal separation of programs at the

Center, the lack of identification of program hocations; : '

-.and the fact that referrals are few because of lack of i )

coordlnatlon of the various program activities or of a

central 1nformat10n unit. - - , -

When the Indian Center becomes a focus for activi- . 4
ties with city-wide in?erest and impact, the Manpower
Program becomes widely Knoyn and referral sources/?ééome‘

more widespread. : .

£

2 N
.
. P
.

In Wichita, for example, the museum opernings are

social events for the elite of the city and for those
elements in the commundity with cultural and artistic,

L}

interests. These includekpeople of influence in the




Ty

F

»

. \
f rl

ecoﬁomic, academic and social life of Qheg}ity who have
. \ . ’ ) -
many contacts and are in a pasition to make ‘referrals to 6

the Program. . Vo )

. ’

In Minneapoldis, the Center has become a place visited

by school chiiafbn'op field trips who are learning about
. ' i A ' '
Indian life and art today and in the past. The school ' ' ‘

b

thus becomes a source of referrals

M .

, For.the most part, 7the Varlous CETA.III Programs

have 1nd1cated that they have-more clients than they can

haridle. Consequently, they have not fﬁlt it necessary
. A ; "
to place a-major effort on outreach and recruitment. -

.t [ B R
While a few sites report contact with referral sources
such as nhe Employment Service, Chagpers of Commerqe, .
r 4
Welfare Agenc1es, and CETA I Prlmes, it was our 1mpre551cnr

that few referrals_are actually obtained from:these sources,

v

‘that liaison is actually,qulte tenuous or.non-existent
’*atfazét sites. Health agén;iqg and churches segm to be - -
more active referral sources but no gata was available
, from any of the sites on which sgu;ces,of referrals were
mo}e-productive or whisb sources referred applicgnt§
most likely to succeed in fhg,;raining programs. Noné
of the sites wds tabulating or analyzing this type of N
data. - B ' B |
Intake activities at all sites are focused on

determining client eligibility, in-accordance witA CETA

guidelines.

’ ! ‘ - ‘\ - . N
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At nearly all sited the application‘form pro:;d;;) 2
- X s . .
the basic information required for the Quarterly Report s
to DOL. -
While receptionists may help clients fill odt . N

appllcatlon forms, only at one 51te is there an Intake
Worker who is in a position to determlne e11g1b111ty At

this site (Phoenix) all eligible applicants.are required

to fill out a detaildd medical history dnd to attend an
orientation session before being a551gned to an employment/
training counselor. ‘At afﬂ other 51tes counsellng occurs .
as. soon as p0551b1e after the client completes an appllca-‘
tion form Determlnatlon of e11g1b111ty is usually made
at this initial counsellng sgssion, which also, typically,:

informs the client about the CETA Program and the services

P .

itiis able to offer. 4 -

<

-~ "At'nearly all sites there is a stroﬁg'resistaﬁte'to

the use of standardlzed tests to assess levels of proficien-

Cy or potentlaldof appilcants They are rarely, if ever,

used even prior to referral to Basic Education, ESL or

-

GED Programs. Tests tend to be regarded as biased agalnst

-~

Indians. There seems to-be w1despread‘m131nterpretat1on
of the psychological concept of "culture fair" testing
which arose from the indiscriminate use of intelligence

tests standardizéd on white middle-class populations,

to assess tHe intellectual capacity of peeples other

- - i 4

\ | B

&




/ ' . )
s \- LY
than thi3% group (e.g. rural, lower-class, ethnic or racial
minorities). = | . , . s

-

The recognition that such intelligence tests tended
to underestimate intellectual potential in some groups has

been imdiscriminately applied to aptitude and interest

.
* Re

testing as well.:

These latter tests, however, address themselves to
7 . . . .

7y . .
work-related abilities. And -since Indians and other minori-

ties are in the same world of work as other Amerlcans the

requisites for successful work-related performante are the
same.
It appears-to us to be more prejudicial toward Indian

men, for example, to be indiscriminately assigned to such

4

""traditional" occupational training as welding,_auto-body,

auto-mechanics and upholstery, than if they were tested
to*determine their aptitude and intefeig pattern before-

) hqnd. . !

-

Only one site (Portland) has sent a staff member_for
] M L) )
special training to the Employment Service, in order to

ﬁelp overcome tHe anti-test feelings by having testing dome’

A

on-site bf a qualified Indian individual who can administer

and interpret a number of standardlzeﬁ tests (e.g. the

) - GATB) they feel 1t has helped to overcome the anti-test ///

feeling.. A few of the other sites claim that they use

’

.- festiné services provided by their local Employment Service.

-
b

L)'

.
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Spot checks of plieht folders, admittedly non- ‘

representative, did not refeél any test gdata, except dt

(S

the Portland site. ~—
.o . ©o . AT

", Assessment of client ‘interests and'aptitudes is-

"génerallr based on a work history and on face-to-face

discussion thween client and counselor While employa-

b111ty plannlng is, supposedly, taklng place ‘and nearly

all sites have forms to assist 1n "doing 1t there ‘is a

“

-strong impression that Yery little real employabiiity

»

planning is taking place. ‘Expediency, maximizing surm~. ¢ °

over of slots, ''tradit®enal"” thinking, and a woefully

inadeoqate knowledge of oécupational choices, seem to:
fliﬁit severely the placement aqf applicants in training

- programs as well as 1n JObS g .

Three sites (Boston, chhlta ‘and Buffalo) which empha-

size Classroom Tralnlng Programs and are w1111ng to sup-
-

.

port longer term training, seem also to be supporting

more diverse types of occupatlonal training, trylné to

b 3

coord1nate client apt1tudes and interests and tra1n1ng
\’

with the job needs of the community. But even at these

.

eattle is tryinig to overcome some of the lack of

knowledge of occupational chvices by commissioning the

L

development of slide presentations on job-families to
¢ .

heip all‘applicants do some career exploration -through

sites/}ittle or no testing is done. ] ~
S

3

familiarizing them with the world of work.

=

- - . "
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‘the world o% wark thaf includes a know edge of emplpyer

personal hygiene and grooming, and that helps clients

_1earnhhow to fill out job applications and:-how to conduct ',

agsistance im these areas. ‘ . .

""" as role-playing, praCt{;e, or other participant involvement

3

y; -

In general, however, it must be concluded that ' ' R

.\‘ . N -
thorough employability development planning based on~
Ry - SRS L
assessment>of part1c1pant needs, interests, and potential ' o

4

occurs only in exceptional instances. - C . . ?'

All sites reported that mgny Indian c11ents (the -

great maJorlty of- app11cants) requited an or1entat10n to

expectations about ﬁromptne§s and depeﬂdability and about ={
‘ .

¢

themselves at §ob i?terviews.
jAt those sites where orientation efograms‘are

conducted for groups (Phoenix and, just beginﬁipg,~at

Minneapolis) tﬁese are the‘tOpics that tend to He included.

At most’siteé' or1entat10n is not/formallzed but 1;. .

1nc1uded as part of the flrst c11ent counselor 1nterV1ew .
" In requiring all app11cants to attend a full day

orientation session before seeing a counselor, Phoenix is

apparently trying to help all _their contacts benefit from

%

Orientation sessions attended in Phoenix and Minneapo-f

lis used traditional lecture methods of conveying information.
Where films were used, they were only peripherally related

. - . b .
to topic under discussion. In general, no techniques such

.

y ‘

-t
N




start methods were used Consequently, one~cannot—expect -
\
any real 1earn1ng or att1tude changes to occur from thege

’

orientation sessions. The concept is good but greater

use of a more.profe§siona1 approach is ﬁeeoed in the‘conduct
of the programs for tPem to become effective.

| It‘was not possible to Qauge the effectiveness of
face-to-face counseling sessions in orienting c11ents’ro

the world of work. The" eff1c1ency and cost effectlveness‘

of this approach, however,;is questionalbe at bestj\ In the

light of the lack of experience and. training of counselors
' . . . . b ’
at mest sites, its effectiveness is doubtful.-

3.02 TRAINIVG ANQﬁEMPLOYMENT SERVICES

Thé Flgdrefé shows the planned program mlx for
each site, agcording to plan§ set forth in its FY"77 -

grant application. _ . ) ’ oW
, - - . \} P

These data need to be carefully interpreted'ar they

may:prove misleading. First in some instances the figures

given refer to total numbers o*people (charactemstlcally

in Classroom Tra1n1ng ‘and in Direct Placement figures f
and in other 1nstances they refer to siot; (characteris
cally in 0JT, WE and PSE). c !

The follow1ng sectlons will attempt to clarify the
’ operatlonal programs actually in effect or the stance

taken toward them at the d1fferent 51tes




“+ . 7.7 % “BLANNED-PROGRAM MIX

T oy FYTP

. ' FIGURE I .
3 . \ ,
f e, S ‘DIRECT
w.. v SITE D 0JT , WE PSE PLACEMENTS
3 “‘ : . % s " ' ) ’ B TN

¢ . Dallas ., gt 40%%* .42 1i-_ ’ . 143
. ‘ Wic}lit‘a; - 5% - . -:’ - ,1’5 no data’
F o~ Los Angeles ~ 160 15 75 20 270
' _Pho;;ix . f '20*; ST 4 ’”** 180

A .

“Portlandy 100 i s, 19 - 393
~Segttié *. 53 g 11 -8 ... . none -
.- . ) . * R ) 1.’ ' N .

. Bismark g 4a% ° g 2 < g | -
< Buffalo .64 . T T55rAR 40 1 6l

‘ Minneap 50xxx 5 36 .7 ' - no data

~" = ¢ Bbs%én - . . 60 - 3 _ _ 1 6 - no data
* s -. L = s % i ' hd - “ ’ i b > )
1" 0 N == =

*An addit:‘fgnal 17 were enrolled in an on-site arts and "

crafts calssroom% but were supported by CETA I funds
NS . e . -
O L Supported en«t,lrely by CETA I funds : -
P ’ *.’ '

. . »
- . *A% There were f§- of these slots in FY '76. 2
. \ f . .,’ . ”
Vo N ¢
-~ ’ : L4 \'
} @ N .‘ - “ v -»
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'ﬁpr clients enrollqg 1n.c1assroom\tra1nr rograms.

" CETA Title I.. _ ' -

CLASSROOM TRAINING (CT)

For the most part,.clientS~réCeiving cl¥ssroom
tfaining are enrolléd in local schools and colleges,
both public and proprletary Some CETA iII(Programs
pr0V1de stlpends and tuition (where required), as. well

as support for purchase of‘books and special equipment

e

-

Most notable among thosgisuppérting clien enrolled in

career classroom tra1n1ng is Los Angeles (w1th 160 students

enrplled in 56 dlfferent local schools). Buffalo, which

.has.stressed CT programs more heaV11y than awy other

comnpnent (1ts pro;ected‘acements in OJT and WE for

Fy -t77 were not part of FY '76) also provides sflpends

; &

and othe; supporv for CT atténdees.

s Seattle also heav11y stresses the value of CT

-

. as a means of upgradlng'cllents' lives and earnlng expec-

SN L] - h

anc1es - It. too makes-use of the local proprletary *ﬂ‘

%chools and cqé’ﬂnltY‘%olléges for Cazger tra1n1ng All

-

c11ents,'whether a551gn d to CT or mot,/are encourag@d
S

to take advantage.oflA and GED programs’ prov1ded by




-

hY
A Whlﬁe Seattle has 90. slots a551gned to CT, only

53, 1nd1v1duais were actually enrolled in FY '76, 26 of

whlchvwere‘only *enrolled in GTD programs How many of '
. s )
these c11ents were rece1v1ng st1pend§ wh11e attendlng

. school 1s not known.

Portland does not provide stipends for CT

enrolleés Most of the clients enrolled in CT durlng

>

FY '76 were taking GED programs at the local colleges.

The rea§on g1ven for the relatively small amount of

[

direct career classroom training tgking place in Portland

:‘ with CETA‘Tltle ITI support is 11m1ted funding. Portland

’

CT, to exﬁlore eve¢> pg251b1e scholarsh1p or other means
of stpport (e g BuTedl of Indian Affalrs (BIA) or tr1ba1
> funds)'fo help clients obxaln academic or career training.

" No records arejgept, unfortﬁﬁately, to 1nd1cate how many

. T clients were enrolled in CT programs through CETA staff

efforts in, tracklng down alterhate fundxng sources,

. e
* {‘Ebbtalnlng and helpang in the completion of, application

- © forfls, making necassary phone calls, etc.

-

-

. . -Some sites are committed to prdviding CT them-.

sofres: 'Ig,Dallas; all CT,is dohe on-;i;e. Reasons

- given'for this election was that local schdols proceed at
3,55 a pace too harried-for Indian students and that IQdiaﬁ

- 'people are subjected to dérogatory and unfair treatment
‘ - R ) 4 “ » \/
' - .

ae

S < ¥

- . 1 4

é has d1rectedv1ts efforts toward helping applicants de51r1ng ’

. L o 3 - .____nacif__.__
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— t -
in Dallas schools, conditions that make it difficult

for participants to complete cyreer training courses.
L N
As a result of offering 1ts own CT, Dallas is

severely 11m1ted in what it can make avallable to its
]

c11ents., At the time of the site’ v151t only upholstery
and arts and crafts-’ were availbale. TV and radio repair
had been offq;ed but was suspended for lack of a teacher.

The Dallas program-is furtﬁeerQdermined~by'the'
Centers unwirIingness to do any testing of client aptitude
. R ",Q ok o ®

and interests. Jt is ‘therefore likeiy that many of the

‘ ' . T A ‘ra‘" * .° 4
CT‘phlgements-are illsulted to théﬁblrenta, It is not
T . \\, o
_known how mary c11ents hhve completed trarplng 1s these

2

programs but it 1s known that only‘one indiwidual of all
“those trained is worklng as-an upholsterer The subsequent
-~ :

work history! qf 1nd1vuduals enrolled in the arts/crafts

!
¥ -
N L .
:

§

program is unknown. _ ! L+ v o7

- .
AN 4 ’
<

‘Wichita prOV1des an*ants/craﬁts program also -
"the only CT in 1t§progr£& offered on- slte Other CT

students atgend local SChools with CETA III support and
: ¢ . 8
stlpends ) | ¥ ’ . s
Phoenix at one time sét up a silversmithing course.
B Y - o

-

It subsequently -discovered that onry swea%ECOp conditiens
¥
pfevalled in ‘local jewelry- mak;ng ?qrms and#that the

market for fine Indian Jewelry was dLmlnlshlng The
# -,
program has begn abandoned.
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. ' S
and subjectéd to considerable scrutiny ‘both ‘before and
gfterttheir in‘stal‘lation.w / . -

. Furthermore,awithoutipr;or'assessment_gﬁ_clients' ‘
abﬂities, aptitudes'and intewests, and without the <
a551stance of skilled vocational counsellng, only a | ‘ ’ 5‘

- handful of -applicants are led 1nto~CT for the long- t;rm e
bettérment‘of their economic, lives. ' R ' L

-

At this timé, Phoenix: has '20 CETA I slots assigned
" to CT. How maﬁ?.individuals are actudlly filling these
. slots ig not kndwn No CETA III funds are presentl
allocated to d1rect1y support enrollees on CT Programs.
) In generaI, it appears ‘that most 51tes are under-

‘utilizing avaiIabIe CT resources) that on-site CT programs

should be‘initiatedxénly under very special‘coqditiohs

‘nﬁroperly useéd, these tools pould_expadd the hdrIzons
of clients, hglp them to nderstﬁnd the universe af jpbs
from which they could choose, help them to begin to re-
allze that a "good £it" of the;r own characteristics to
’, thexdemands,ég\a job can provide personal satisfaction
as well as ecOnomlc 1mprovement of their 11fe 51tuat10n-
and . perhaps would 1ncrease their W1111ngness to bear _the  \
demands and frustrations of formal schooling as a geans
of gaining their own objectives. .. -
) The present ant1 testlng attitude®®f most of the

iE CETA III staffs appears ‘to feed into the £éars fostered

by .the low self-esteem f;om which so many CETA‘IIIvclients.
- e ‘.‘ -

suffer. . - + o

| , . 5 . : "‘T‘.V .
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There is almes® universal agreement at all the

’

sites that many Indianm oiients in need of training find
it difficult to maintain appropriate time attendance .
records at community schools, feel uncomfortable sur-
rounded by non-Indian classmates, and are intimidated
- by the pace set up-by instrgotors. This.discomfort in
the school setting i;-one‘of the prime reasons that on-
'site classroom o}ograms have been estab}ished or are
undor consideration. ‘ .

Another approach might more berieficially be - baken
-~to solve these vofy real Probléms. Client preparation |
for.,school ;ttendance, throu%é/gppropriate orientation
and continued counseling, would p;obébly be more pro-
ooctive in that'it would more likely fit tho client into
mainstream school and work act1v1ty - '

It might glso help to work with the schools in

developing student-paced learning programs. These-are

'being more and more recognized by educators as they
observe the valye of individualized and self-instructional
techhiques: o I *:
‘Their gdoptioh,by schools receiving QE%A III funds

would not only honefilnIndian people but all students
aftoddingﬁcourse )espéczally ‘those from minority groops

' An area in which all the sltes offering support for
CT agree, is the need ‘to develop clear contractual

relationships w1th all proprletary schools and to €nlist

"the sppport of instructors in publlcly owned schools as .

\ . 4046
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we}l. Wherever it is offered off-site, student time/
attendance reports are not only mahdatory for the %tuaent.».
. but also demand that they be~countersigned by the in-
structor and/or by an officer at the school befdfekstipend’
checks are issued. ' ' -
“W' : Wherever students are, given checks (never cashz to
purchase books, uniforms, tools, or other necessary sup-
plies, checks are made out to the vendor, rather than ’
to the student. L
o At all»sltes, it is felt necessary for a counselor
to have frequent v1slts at the school bo forestall
dlfflcultles, and to be 1mmed1ate1y respohslve to any °
" reports (b} student or school) of difficulties‘heing
'experienceﬂ.
.. :

- At no sjite was there felt to be sufficient time
: 7

.and/or staff to adequatel¥ monitor the schools sub-

~

coptracted with. It is actually a formidable task to
‘assess students at 56 schools in a city like Los Angelest
- While all sites inditated a need to evaluate the'
schools to whrch Indian clients are sent, none had any’
.formal evaluatien procedure-and none had staff mepbers

iﬂaith‘a background of trainihg or experience in the ed-

. . ucational field to perform ti@se.needed assessments.

With rare exceptions, ‘cost of schoollng was the

major determinant 1n school s€lection.
Y - ./

-
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'/4 Foremost of thg/reasons given is 'the recession.

~

o

. . M .
Cost not only determiriéll school selectiaqn, but it
also tends to determine the school program a client is

allowed to enter.* With two exceptions (Wichita, which

<

allows one year of CT and Buffalo, which will support

] - L)
up to two\years of schoollng) sponsors will not support

programs that take longer than six ‘months to complefe.
" This is a serious restricfion zn'the range of choices of

training that can be made av able.

3.02.2

ON-THE - JOB-TRAINING OJT) R

Ed

Across the board, OJf-is the least deveioped of the
four oaaic-emp}oyment'and training systeme. Dnriné
FY' '76, ndne of the sites visited really had an 0JT . '
"progtam. All the sites are planning expansion in-this g ‘
,area_during‘FY '77. But, .except for plans formulated by
Dallas and Buffalo, even for FY '77, OJT Prograns are -
considerably behind other progranmed areas. ‘
, A.number of reasons probablf account for this. .

: With
‘ unemployment among skllled workers high, .most emplo§ers

do not wish to be "bothered" with 1nexfer1enced help.

And are even more reluctant .to agree to hire (without

‘CETA suosidization) CETA trainees upon compleﬁ%on of'

their training. ~

M

+
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priﬁate, for-profit sector, lacks t culturally sup;or-e -

&

-

) completion of OJT.

Another equally real, 4T perhaps:less acknowledged, . -

« Teason appears’to be the reluctance of CETAIII Primé&

nto competiggon with CETA I Primes

JT opportunities. -t

- I -

¢ - Sponsors to enter

A lack of entre¢ into the pri?ate sector and a

hesi

cy in dealing ithiemployers also seems to be a
) p . e | N

factor.

Unfotthnate , the reluctance to use 0JT asia ﬁeans
of integrating Native Americans into private, for-profit

: employment, ten@s to restrict their work options even more.
It is felt that CETA ILI Prime. Sponsors could 1

- materlally enhance the chances of success of the1r FY"??g\\

pro;ected attempt to develop OJI\programs by restruc-,

L4

turlng the1r manpower adv1sory counc1ls to include rep-

|
resentatlveS"of key major and medium-sized emp10yers 1n

their locale and u51ng then to help open doors in the

5 -

prlvate.sector for OJT'opportunitieS.

| To enhance the probabilities of sucgess af OJT

programs, it might be well to adopt a policy of developing

'\. : | , . -

Q - . , a . __‘
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>

¥ at least twbﬂbJT openings at the %mw plant at the same

time so ihat each .trainee gould have the emot10na1
support of Z:z;per Indian trainee and—so that each would

help the othd&T withstand the feélings of isolation that

. one Indian tends to feel in a non- Indian environment.-..

~

Peer support has proved itself to.be a powerful positive -
force in other comparable situations. It might help

to prodﬁce hlgher completlon and success rates in 0JT.

. . /
302.3 WORK'EXPERIENCE (WE)

’

[

Although oﬂiy Dallas and Phoenix have actuaili'
assigned more slot® to WE than to CT, ih reality the

P
.

largest number of individuals recgiving assistance from -

Not only does

CETQ IIT Primes, obtain it through WE.
WE afford opportunity¥ to pac1fy political r1vals as-
already- ment1oned in prev1ous sectlgns of this repqrt
it also lends itself to playing "the numbers game",’
i.e, it permits a rapid turnoveﬁ.of'alots*and therefore
can provide-a false illusion of the "success" of -the ’
progrém.'

. While many c%@ips‘are made for the value_of WE to
Indian clients in help;ng tbem.to learn about job.demanda

- . R . .
in a non-threatening environment, no clear gv1dence

was ever produced that WE did,

P

duals to obtain and retain jobs outside the Indian organ-

indeed, prepare indivi-

\ -

izational community.

44"‘50 : | o




Only in gortland and Boston where WE trainees to the

ey -

Prime Sponsor itself are included in staff-development

Activities, was training. or orlentatlon to-work guldance

- -~

made avaglable to WE employees

.
L]

Indian organizations are, for the mosefpart, soft- = (
funded agencies with limited potential for absorption

of staff at the end of the WE '"training" period. Trans-,

ferability of work activities and of work expectations

~

from Indian agencies to other job sites appears to-be:
R
guestionable.

Negotiation of WE agreements with hard-funded, not-

for-profit organizations outside the.sphere of Indian

“ activities mighx-enhan§e the transition potential for
/

WE participan}é, help inexperienced Indian clients, gain '
]

-
v

confidence in their ability to work within the wider
ccmqunity, and thus provide a greater long-range return

on the expen 'tur?i::£\CETA IIT WE funds. N
It might alsoNgring the Prime Sponsor into closer

connecéién with core communtiy agencies™t¢ thedir mutual
benefit. -

The current widespread use of WE participants to‘

' staff Indian agencies may be politically expedient for \

. . -
CETA III Sponsors, but it does not appear to ofEET much

.-/ in the way of long-term benefits to WE participants.

— -

nacit / )




the satisfactiqQn that many of them experience in .

\ng for,thei{ own people would probably not hold

Sponsors would be serioysly hurt by loss of their PSE-

. * funded staff. Serious consideration should be given to

the félative/merits of transfering some of these people -
> to regular staff posfs which more nearly reflect their-

. . participation levels and which would  afford them-oppor-
L . . i v "L )
turities to earn salaries commensurate with those offered

. - *
< 1in private industry.

3.03 JOB DEVELOPMENT AND PLACEMENT ' R

' -
Only one-site (Seattle) takes the position.that *

direct placement is not a proper sphe%é»oitactivity for
a CETA III projram since it would duplicate srevices

available throughi another government-funded agency,"-t,}ies ‘ é ‘

Employment Service. = ~ ) ) . i o

" In Seattle, referrals to other job-getting resburce§

are given to jop-ready~indiV1duals looking for work, but

no effort has been made to set up an indépendent place-

r

ment service -as 4 €5mbonené of the Title III program.

A ]
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.

referrals .are of clients who have participated in a CETA-

supported training program.

jobs for CETA trainees or for the dJVelopment of on;the-

. predominant program component. ' '

i ¢

Whilé Wichita does not indicate a negative policy on .
direct placements; it does not*ﬁrovide any data on this b
type of activity. A form is used to record job referrals

of partgcipants, bu}<it is gssumed that most of.these
P

-

This’ type of referral also-

probably occurs rarely, since W1ch1ta expects that

most

of the trainees will be placed by their schools at the

completion of their classroom pro%rams Indeed, 4 clause .
. , ) ¢ ‘
is included fn cﬁ
E 3

quiring them to offer Buch place

racts w1th profrietary ‘schools, re- .
nt services to their

. / coo i
obtained.i . .

[ .. L

At all other sites visited, direct placement is an

graduates until a suitable job is

active program ‘component. The work of most Job Development -

personnel tends to be related more to the immediate place-

ment of job-ready applicants than to the .development of

job training sites.

-

P

At Minneapolis, the Day Labor Program i% properly

described as a direct placement activity and it is the

]

' * . - S‘

The effort expehded in direct placement is just- - . 1

ified at most sites by the generally negativeAattitude

= . . . b
toward the'previously described Employment Service.

*




.

- ) . . . " . . i'
<;) As has been noted, with the exception of Seattle

and'ﬂbston, none of the sites has attempted to resélve this
problem by getting the Employmenu'Sermice to "outpost'' -
an employment counselor at the CETA center. .

The role of CETA III 1n-prov1d1ng direct placement
dervices to the Ind1an community needs ‘®larificatien. =

- Programs such as the Day Labor program in Minneapolis, &

clearly serve a community,need and the numbers of direc;
placements at other sites point ot this actlylty as one

whlch is wanted by CERA III constituents. HoweNer direct

placement ,of JOb ready individuals i§ a role asslgned to

. p?her government supported agenc1es and the. duplcatlon of .

>

effort implied makes a primary emphasis on {nls question-

able. Furthermore, direct placement of Native Americans .

in low-paid, unskilleéd; tempéorary jobs is in conflict with
CETA III.objectives"regar ess of how well-received it

is in the Indian ccaﬁﬁﬁity © This type of placement

-~ +

serves ohly .to foster patterns of behav1or whlcﬁ-mllltate

aga1nst the full 1ntegratlon of Natlve Americans into the

’ [

ma1nstream of economic life by‘contributing;nothing to

‘the development of theer ab111ty to obta1n and reta;n

-

decent -paying, permanent jobs.

-
.

The * technlques-most commonly used to develop jobs
are checklng "help wanted"ads and callipg on potent1al_
o

employers selected from telephone dirkctories to let thpm

> .
.
\ . - A - [
- . N
.




know about the’ CETA,,program and the avallab1t1ty of Ind1an L -

¢ -~

E workers.. At most 51tes the Employment Service's Job Bank - ~

e * »

1s also used B’ut mos't report that the jobs are already ) o

' ‘ "

r is de. %
y . N
3 . . S

n Qx ‘thlS elme, spme centers have beén in oieratmn

4
£1lled by e tlme th

;| long, enough td have ga1ned cons1der%ble commun1ty recog-
A

n1t1on ,.S_gne employers regularly frot1fy the centers of - e
Job\\penlngsv. Q’?f S * % . . °7 \
. ¢ There is generally little. use of affirmatlve action <.

. as-a l‘e-v% for JOb development. In‘%nrf:tancesawhere- its e K

*

P )

-

g@ane’eported Included Q‘re (l) referrals from Adv1sory . " .

use. has been attempted it Is reported that employers often

respond by notlfy\h«g\ the centers of job ﬁ%nlngs but‘ that ‘

t‘hese are usyally fo'r hlghly. t§chn1c&1\Jobs, requ;,rlng .
.’ 1.}5
advanced educ‘:atlonal Mentlal backgrounds ra;‘ely

\gound among CE"l'A ap,pllcants Y - “

LY . q‘ .
\ .A vamety of addltmnal job development sources ‘@ -

T, e

4 o
Board members- (2) other Prlme Sponsors, (3) local colleges -

and unlversltles, (41.4Chambers of Commerce, (5) Natlonal

Alliance’ of Busanessmep, (6) cumul,{ted employer flles »'. ‘ I
3_; S-1nce no records ére kept of referral sourcéﬂs when '
c)lents Jaze, placed n JObS, there are no data tp show’ the .’ ¢ )
relatlve effe.cﬁweness of these va/r/Wus_refer-ral sources. ’ .
. 3 ;o IR - \ . a
° : . .,

D . C . ’ L ) . ) i
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xFurthermore, there was little ev1dence that the!ﬁ‘ﬁources #

) s l .
were act1vely pursued at most locatlons t" ‘
» £ e .

J Eﬂployer f11es were not kept at sites such,as ] ’

Minneapql1s or Buffalo, whlch are'act1ve 1n direct place-

* ments.' Dallas' employer file con51sted of a Rolodex name

’

s
and addréSs f1le supplemented by.a bus1ness ,card f11e. " No .

ycompany 1nfqrmat10n was ma1nta1ned to 1dent1fy the kinds

of job openlngs it was likely to prov1de. e

qsqted in the m€thods used to ass1gn c11ents ‘to traLn1ng

»

-

-
L 3

Some’ record of quantity of referral's from diffetent
e .
sources and their correl&tlon ‘with successful placements

AR

should be kept to enhance the devélopment pf'&uccessful

. [
a

placement actlvxtles. - ’ .. - i

In general, job development and successﬁul d1rect

e v

plgcemeht of clients suffers from some of the same-defects
, '

s
’

1Y - ‘

porgrams. The unw1111ngness to use assessment tools,

»

coupled w h the lack of tra1ned and exper1enced staff,
- Y &

‘make it d1ff1cult “to c0nduct successful placement act1v- .

? /"1t1'es. | ‘ o * e - ) , s

-y

These difficulties are'Qvercome(gtoAa'considerable .
extent,” fof tngse_participants who hav §uccéssfully

Completed a tra1n1ng program. ‘There isfa self- -selection,

quas1 assessment process tékt occurd dur1ng training. \(;:\/

. — __

Those who can't make it or find. themselves dls1nterested,




r

> . . <
I. 4 . . : i

. _;/ .. drop out or ask for ,a. change in- tra1n1ng a551gnment

.
- -

Those who do make it (partitularly in CT or in OJT) can

.

~

. usually bé placed 1n/tra1n4ng related employment %}th

Q
. - 1]
v - p .

But® for those ' who do not take training or who have

. " v d
f -
- A ’ *
- . .

- ¢ "\\ .
. . been assigned td training programs for-which tHey are

" not suited, the problem of placement is not as simple.

A
- .-

L Y .
sdtes reported ifpressfons that retention rates after
r ﬂ'placement are'discouragingly low. Some of this low‘

e retentlon rate is probably attributable to, the mlgratory

patterns of Nat1ve Americans to wh}ch we have already

e alludef. “A good portlon of it, however, is probably
attrxbutable to poor placement pract;ces .in both training
* and employmept programs. Were placement more successtﬁig

) somé reductlon 1n the tendeﬁcy to migrate could be- ex-

Nt . ‘ .

. . - pected. W1th JOb satlsfactlon; an improvement in re-

el . . T ‘ ‘ I
tention rates- should also result., . o

v
-

Measures of retention rates in job placements,..7g

. j}“‘elther direct or indirect shourd be reasonable indica-

, -
.

tors of success and properly belon 1n routine follow-

. ,
- »

up procedures but are not*belng carr;ed out systemati-
¢ . l. B
! ) cally at any of the sites visited, . N
ra . . . Lo . c

C . - reasonable chances of .success. | T *

¥ ] While, détailed fignres were .nowhere a&i’lable, most

Vil




x

\iihrough the rea§ons why the" compa might suit them - and . ' -

satlsfactlon for the1r placements;; Repéated job offers

-

-t M
3

In -the area ofﬂjoh devleopment and placement, the

Portland Urban Indlgh COUhFll is outstandings Its proy 4 -k
gram gesulf?*f:om the fact«that their former Job Devey- ‘ ,
opment Counselor worked for nine years in Jobgde;elopment o %
at the largest pr1vate\£mployment agency in the country.

The technlques used at-the Portland Center are’descrlbed .

in detall in the 51te report submlttqd ear11er/ ) ‘ '
It is recommended the Portland's procedures for ,w\\\?
' A\ S ) - &>
job development be incorporafed in the desigh for a model .

4 N

urban Indian Center.

It should be noted .that Portland is one of the few

sites” that does,pot hésitate to use tests as client’ ’

., - »
» .

assessment tools, It also assists- cllents to perform

»
their own assessments of su1tag’ilty to work in a part-

v . s
icular firm by making information. about companles avail-v -~ . .

.able for client reV1ew, and help1ng clients to th1nk . . . "ﬂﬁf

» , ~ . -
ice versa\ ’ : : :

' . .

g Regretfully, Portland, Iike all the other‘.ltes5
is unable to prOV1de hard .data on retentlon #ates or_ JOb A
(for,dlfferent Jobs) rece1ved frOm employers where clients - . 5 )
have been placed. %as led Portland to the conclu51on | A

- - 4
that some employer satlsfactlon has been achleved

#

4
R

i

\
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! v - .
S 4 - .. < i : *
. +Again, however, no hard dated are available to support . : .
. - ~ ' * .
o . .
. . : . N R : ’
this contention, — T, ( e

)

‘ . , .
The foregoing’sectson deals primarily with jxb.

:development and p}acement-oi,work~ready clients; eithef [

at time of appidcation to CETA III or subsequent to a

KR

training program. ; : . . .

i

oL In‘gofffznd; Job development ‘and placement is also’

done to-help clrents support themselves during an interim | - '
» M .

per16d - while wa%tlng for tra1n1ng—programs to;start' B

- for example, or for ‘a slot’to~become‘availab1e - or to

"sustain themselves without stipends while they are at-
tending school. ,Both.Portqand\and Minneapolis have an

active paacement prpgram of this-kind. The difference

I 4

is that development of steady part-time work while °

Minneapolis uses. its day labor program to.help,clients .
PR . . “ ,{1 . ]
pay the1r own way. B .

-

Such job placements faﬂl;lnto a different category

than permanent plaCements They are not prlmarily in- B

tended to foster solf- re11ance and, 1ndependence and ‘are - v

L merely.a means to, ansend.. "Retentlon rates~1n these )
s » b N

1nstances must be regarded ‘in and entlrely different 11ght

> -

‘Different records shbuld be kept of the two types of‘)ob |
development and placement act1v1t1es and %helr success
should be evaluated from d1ffenent p01nts of view.

A T * «

oy PO - - . ~ - L o
- - - - - - - - - . *
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E

system, in part to facilitate checking applicants for _

school attendance'at night.

to students receivding GED,

3

v

o Los Angeles has recently set up a” central filing

-

—

irregularities, "that can lead to the detection of 1nd1=
viduals trying to exploit'the manpower program-for

purposes other than to obgain employment and training

- " - 4

services. . \ : -

-

- In Minneaoolis, en outreach worker has the functfon

>

. -of trying to obtain immediate help for needy applicanté

) ' h * "~ i ~ o.' .
"from various church and other charitable organizations. .

.

The Day- Labor Rrogram is often used as a means Jffhelp-

[ S - .
ing clients help themselves without charitable assistance

il

whi{e they are waiting to enter training programs.> It

serves as an effective screen to eliminate ttheswho ¥

= ''want something for nothing." . ) ~ .

V.Portland while helping individuals to ebtain ., - °
finaHC1a1 assistance through, scholarships and other non-. .
CETA sourceg follows a policy of" offering minimaﬂ sup%

portive services. Rather than prov1de stipendbfor

clients to attend school " for' example, Portland will

try. to get the, 1nd1v1dua1 employment and - encourage ’ C

No stipends are ever offered-

tutoring, or\other educational \

v s

training at the center itself. “-. - o
. . Lo

-

Minneapolis uses the Day babor Program effectiwerly j7

- "

as a megans of helping clients sustain themselves rdther‘

-

_ naci / —
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3.04 FOLLOW-UP AND SUPPORTIVE SERVICES °

“n

At every site visited, efforts are being made to

keep the cost£ of supportive sepVices'to minimum. There

“is w1despread concern that generosity w1th supportive
<

services might result in attractlng a preponderance of.

*

program- depen&ent applicants who are not genuinely in-
terested in obtaining employment and training assistance.

. At eyerY.site some procedures are established to - .,
~ . o . -t . .
_eliminate applicants lookjng only for a "handout'or for
f. - ¢ ' ’ .
stipends. Apparently this.represents a pro%lem of con-

siderable magnitude-at some centers. It was always |
. . a

mentioned .in codnection with a reluctanée to provide

supportive services to'clients when they first apply to

*
.

© tHe program . ' .

3

At some centers immediate assistance can be given
by progrdms other than CTETA III. "In Phoenix, for ex- =
ample, where the center has 'a social work emphasis, a

Fainily Service program can provide immediate food and

: housing,assistance for needy clients. —The 1ntroduction
of. the wait‘of up to a weekcto go through orientation -
prior_to seeang an emploxment’and training counSelor‘is,
in part, the Phoenix progran's attempt to,discourage

’

e . /
- chronic agency users.
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Y

than be dependent on support services.

¢

At all -«centers, this caution against indiscri-

minately offering supportive services is counterbalanced

.

by the recognltlon that many clients ¢&ould not cqmplete'

’

tra1n1ng W1thout some f1nanc1al a551stance, aéd that
othérs could not sustain tra1n1ng programs or jobs’ wlth-
. S .

e}

‘out remediation of medical or dental problenms.

. « . . Do
At all centers, therefore, a range of supportive .

seryices is offered. These include such things as medical ’

‘and/or dental care, child care, and transportatlon, as

L 3
well a’s st1pends for those receiving class -room tra1n1ng

and salaries or salary-gipplements for those 1n 0JT, WE ar .

PSE slots. ", : :
. ) -
Unfortunately, across all the sites visited, the

¢

least aeveloped aspect of the program is follow-up an .

the use of thfs ptegram performance d;ta”in planning Ena
their management functions. Even where some of the¥re-.
quired Sb 60, and 90 d§y post-termination interviews

are belng carrled out at times (and most centers are not

even perfunctorlly m ing this DOL requirement), there

" seems to be no understanding of how to collect, group,

or interpret peixinent data. Nowhere is this lack b;

knowledge more clearly demonstrated than in;MinneaﬁBlié\
: : : : \

where a full-time Evaluation Technician is 'on staff and
X ' CL . )

.
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#

£y

who does nothing more than conscientiously and meticu-

lously tabulate _the data required for the Quarterly Report.

It appears that .the most rudlmentary statlstlcal
-

knowledge is lacking at the centers and the concept of the

relationship between performance-oriented objectives and
', - : >

’performance outcomes has only been dimly and imperfectly

grasped. 1In no othe; area is there clearer evidence of

the lack of management tra1n1ng and expertlse in the-

1eadershhp of the CETA III Primes, and no other aspect of
\ )
the programmatic activities of CETA has-as much implication

for the development of management ability as has the

appropriate collectionoan@ interpretation of prograﬁ

performance data and its application to plann'ing and

program design. ¢

-

By demanding certain kinds'of follow-up data and ,

‘requiring its use in the program planning process Te-

flected in grant app11cat10ns, DOL is‘in a p051t10n to en-
7 1 4

courage the development and tra1n1nggof manager1a1

.

abilities.

«

~

4

In our v1ew, this would be one of the most p051t1ve

contr1butlons the CETA III Program could make to

-

Indian communlty is to develop, under. its aegis.

oE\Native Americans with management capabilities.

would not only help the individualtmanagers, but-

* % =
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« and training.

-

—wquld funther assist:the development ‘of the manpower
programd amd probably have positive r1ppr€ effects
thrOughout the community. . —

There is evidence that-management skllls cap be

' 1mproved with .the help of DOL. There is evident in»

Bo . /
provement in the grant applications, from FY '76 to

~"FY''77, and there is an incrfeasingly bettet.eomgiiance

\ with the requirements of the Quarterly Reports. -

s

These two instruments, .in fact, can be used as
L4 .

primary tools in the improvement of follow-up activities
and in the use of their results 1n program plannlng .

Consequently these can be 1nstruments to develop such

]

functions as planning, problem-SOIV1ng, directing,_con-
Soo- . , v’
trolling and evaluating—on-going programs.

-

Development of these skills takes time, pat1ence

-

evelopment,

CETA III Programs appear to be .excellent'

ehicles fgf rovidigg this urgently needed training.

e progrgsis regarded as, highly desirable by the

India unity.. It ‘answers &6 the neéd for pelf-

dete;mlnatlon on the part of Native Americans, and it

&

. serves a useful purpose in helping more Indians enter the
. ;

’

‘economic mainstream of Amefican life. It also-gives the

58 61 \

DESplte the present primitive state of this




Indlans ‘a parity w1th the willer communlty and prov1des
_them With :\§7means of making positive, productive re-

lationships wlth government, industry and educational

institutionps.- . p —_— . -

3 The CETA III Progrgm is fay from achieving its

'poientiai. Given enough time, sufficient help in de-

veloping their capabilities, and opportunity to live
long‘enough“fo recognize and correct past errors -
these programs could very well make a significant eon-
tribuéioq'to both the Nat;Ze American and fﬁe:w}der

4

‘community. : .

-

3.05 CONCLUDING REMARKS i . N\

-

> IAssumlng that sites observed are faiilxmiepre-

éentgtive.@f theway CETA Title III Prime Sponsors areé

-

functioning, it must be concluded that they are making

efforts to qstablish and operate programs that meet/CETA

‘gu1de11nes, but . that.these guldellnes are onl¥ 1mperfect-

s
ly apprehended and the managerial skills ‘to 1mp1ement

- them are poorly developed.:

The completlon of Phase I of this project, there- - '

fore, lies not in déVeloplng a totzaly new medel for

'CETA III Prime Sponsor operatlons, but in mod1§?¥hg

" e

” C - ~

%

\‘1*\< .
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existing models as set forth in thg DOL TAGs to‘simplify

them for use in the CETA III environment. .
The task of Phase II is to set forth thesQ simpler

versions in a way that is acces;ible'to'CETA ITI staff

personnel and assists them in ;mpleMenting the model “ac-

«

curately. If this is done over a period of-time, out-
» . T ’ x
come data will reveal the effectiveness of the model .

program and point ot areas where modifications -Should be

“introduced.

Because the folIow-up proces$ is the least under-.
stood of the prognmmat{caréag, it is suggested that the

four films to be prepared in Phase Il present the-following

N . R "

divis¥ons of subject matter. - . o

. \

’

Outreach -and Repruithent

(incu!ding assessmgnt and selection)

Employment, Traihing and Supporfige Services‘
* (including CT, 0OJT, WE, PSE,, and direct plaée-

ment) | - .
7. f? ' ’
Job Development ard Placement’ ‘

Follow-up ard Feedback -ta Program Planning.

- . *
~

el




. "Baseline Study of’Urban and Rural Non-Reservation
was, prepared. : - ‘
h . . . . ’

.Center (WESRAC) at the Un1ver51ty of Southern Ca11forn1a. - .

profe551ona1 journals, 1ndexed by cantent tables and key-

;words. ' . : ¢ ’ L o .

®» =~
\\_ .
A4
Y .
.é.:\;' ('
PART II. - LITERATURE REVIEW )
I.00 FOREWARD : ;

As part of the contractural requirements for the

. _ .Y
Indian Manpower Programs', a comprehensive review of the ///

.

available liter3ture pertinent to Indian manpower de-

velopmerit was undertaken and an Annotated Bibliography

, .
>
= . s <

1.0, METHOD OF LITERATURE SEARCH o S

-

Several means were used to search the literature for

)

relevant documents. Two (2) computerized searches were made.

One used the facilities of the Western Research Application

» )

The other used the fac111t1es of the National Techn1ca1

Informatlon Services (VTIS)

Both of these computerized search services include T

government-genefated.reports and those produced by other

organizations under government contraci?. In .addition, » .

WESRAC has in.its data base a large number of'technlcal and

N 61 67
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K4 &ik , - Indians - . , . o
, \ : Y . - © T i T
‘ .® , Native Americans . -~ -
e -Minority Manpower, .
~ o Vacational Training - : o
\ ) - - . ) -
- , ° "Hard-to-Employ'’ T s .
« ¢
. ° ""Hard-Core" A . 4 R
» CETA .
‘_‘.f\/ - . - ~ T - :
e Many -other similar terms . aimed at . R A
‘b‘ a \ . ¢ ’ ‘ ' ' ’ ) =
o y selecting items related to as well - ~
\ as items specific for Indian Man- .° L .
' powsT tralqlng. u o -
The computerized searches yie{iii approximately
3, 500-abstracts. Most of¥these were "false'drops“' after ' '
scanning all of these abstracts only 6? documents wege’ E ' r
identified as be1ng significant enough, to-warrent detalled
study. . ‘ ’
- N P
¢ i3 *
. o i v .\ -‘ -. o
A~ 8 .-
6z O

- Wh11e there is always some -lag between the publlca- .

tion of a document and its inclusion in- computerized sys-=§

tems, the cdmputer search’is tpe qUICkest means of access- "

S b -

ing a broad spectrum of recent documents adﬂ‘,ournal -

squrces. o o L‘f
L el - p
¢ Searches. were made on a large number of keywords . R

. .

. and’ for the period of 1972-1976, a fivé year span.

, }(g;?worgs used included: .
~°$_} * s ' . }

naci / S



"g_go ngDINGs OF LITERATURE SEARCH - . - . ’

~the authors.

°:0bJ6Ct1'\fe and factual mformatlon, about the programmat1c ‘ 'h _
- L

ﬂ'” ' ' - ) Iy -

, In add1tlon to those derived from the computer.lzed

: . ‘ N :

searches, a. num er of relevant documents were obta;ned v

) . <L

from the collectlon.s 1n various ém[_ernment offices, ‘and R
2%e

11brar1es. "Sources- from/whlch these add1t10na1 docuﬁnts <.

-
8

were obtained included: . . T - b

. .t - = ¥
"o Department of Labor leray c T

' 4 ~ .

o Offite of Native American Progams (ONAPL ' A

@ Buréau of Indlan Affairs. (BIA) . ) '

L 4
-

¢ Department pf ‘Housing and Urban Affalrs ®
o City of Los' Angeles Mayor s- Off](é of « - B

) Tralnlng and Job Development I IR *
¢ ' L)

s . A total of sixty- SEVen 67) dfocuments was selected

* -

Each of. these has been- annotated and appeafrs 1p the appended N

Annotgted B1bllography. ' . g

. P2
\ A . ta.

P | ~ . r 4 -
~ . -
A \=\ * / N N - 7P

-

# Most" of the selected documen&are na.rratlve reports

& <
of programs that had been undertaken. Un1fo.rm1y‘, the,se . o~

-, ”~
a - .. .

documen,ts g‘eported on programs regarded as successful By v

4

A A

The*‘lg g‘s, however, are very difficult to'-e\faiu; C‘

- ~ b

ate. For the mos¥ part they do not document planning'or'/

management 'eechnlques, ‘do not def1ne "!uccess" e1ther

qualltatlvely or quant1tat1Ve1y “ahd do not g1ve enough

’

'
“ . . ; - . L B M
IS N ’
. N P - . -
» ' . 4 .
. ' : . . B . Y, » . ~
I f N
\ L4 N 4 )
y . - - A . R “
" . .
" . Y N
.
[
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¢ : L4
Llfmethods or outcpmes to permit either replicatign-or 8. <7

] iﬁdependent. _Jjudgment of ‘the authors' c:onclusions. T " .
| L . ra @
o - While true -experlmenta}. methods .cannot be expected :

. ,, -in the set- up or reportlng of app11ed on-going programs,
. - L] '
"1t does not seem_ unreasonable to expect that ant1c1pated

\ ) outcOmes %ould be defined and _some pre -determined mea- S

~ '

sure. of these Butcomes be used to def1ne the degree of - 7
\ o . .
cceSS of % prOgram. in.meeting its goals. This expecta-

o . W T
tion has not been'met. Nevertheléss, an. attempt has been
. < * [ N » . -

ade "to cull ’the‘availa’ble'repo'rt literatur® for inform- . - -

5 ation relevant to the areas of major interest to the

development of the four models with Wthh “the present

R —

st_ud)' is concernéd: : - o ,\ “ / : -
g ° . Outreach and Recruitment ' f Ny . ) ) './
‘:1’ | ’ . Tr‘aining,ﬂEmplo.yment and Support ‘
| \} . . Services -. | Co ; ;b v i
7 1 » . , - , S coen
! # @ Job Development and Placement - — e .
- . F‘ollow-Up,, ) - ‘ " E ; . - i
. 2:01  QUTREACH AND RECRUITMENT OUfREACH = ° g , I
M . * While there is li&tle d1rect 1nformat10n on putr- ‘» S
- ‘ 'reach and recruitment of Indian app11cants, there is’ ) S
’ ‘ some 11teratUre relatlng to these 1sshes with other m1nor'a ‘ l, “

, ity people - prlmarlly, Blacks gnd Spanish Surnan\g? "

\ 1at10ns. Un1form19‘ the 11terature suggests that "WOrd of
&

'

e .
,mouth" draws‘ more recru1ts tha,n any other smgle technique . - I

- . ' ]

, . . - M . , A
[ - . .o ' .
. . .
. b +, A ] .
H ’ - .
¢ PR L § * - .
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3

; , According;td>de Mek (1975), there were. ten -
appiicantsffor every mmik&le training slot 'at Union

. ' Y 'Y .
{ Carbige'§ Training K & Trade (TAT) Program because the

* .word was out that the program delivered good jobs.

' Libaw 61973)’indicates that there are two types

of "word of mouth" commun1dat1ons. " The.first type

, occurs during a program's 1n1t1a1 stages. Publicity
,” through a variety of channels may reach some 1nf1uent1a1

- L3

1nd1v1duals. These are the politically and socially

=~

" . ' v .

act1ve people and those who are attentive ta’ the media.

Wherr tliese people, in turn, tell ‘their friends amd re-’

.- latives - about tra1n1ng opportun1t1es, they 1nf1uence them
to- apply. Another'type of 1nd1v1dua}»11ke1y to apply i
’ - Ld %

dur1ng a program s 1nit1a1 stages, according to Libaw,

> s

<

My A second type of "word of mouth" ;ends to operate

" once a program has beenﬂ;p,operatlon for a wh11e. It -

may be the type réported by de Mek “for the Union CaTb1de

TAT Program. Accord1ng to Libaw;' the,zype of "word of
. R . . . » .

, R T C. . .
- mouth" tHat occurs aftef a program has been'1n operation

‘fo;.a wh11e, serves as a quasi- screenlng device.

- .

o . ,“ If 11ke the TAT the program develops “~the rbr
putatlon of securing good prs and prov1d1ng worthwhllet
b trainlng, it w11L tend to attract sqifous app11cants,

\/N
desirous of betterln

themselves. If,n the other

R P .
o * hand, the program de eloﬁé theﬁreputatlon of primarily
. o . . . ’ o
s , . . Coa4 S
Qo ' ot _ ; GS?I )
RIC . . : o

are, chron1c agency users., . ' Coe

Naci /__J

£
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U

- the bestixgy to.initiate an outreach program is to identify- .

- the popu

‘detailed clieut'profile. Accordlng,to de Mek, Unloﬁ

be1ng a place where support can be obtalned (w1th or W1th-

out tra1n1ng) 1t ‘will tenf to attract h1gh proportlons . ]

A . . . v ‘
of chronlc\agency:users." e .. R : .
L 1 ¢ BN

€ ~ %

“ ' From Libaw;s“reporf\ which stugéed NAB-Jobs
Progigms with® Prlmarlly Black pépulatlons, it 1s edeent

that ge 1ng a p;og;am off to a goo? start through carer . ;3 )

“ful screenlng andfseIECt;on of candidates and_good place-
s {

ment methods is the best’way to insure p051t1ve "word of
» . .

mouth" T . v , >0 R
. .
- L1baw s view i§ aléo stated by Heller (1967) who

’ RS :

polnts out that a program unable to develop that flrst

LR

group of satlsfled clrents,through the delivery of ' .
promised jobs, ‘will find it hard to dVercome the re- . .- iB,
. .
) sultant negatlve "word anmuﬂf'commxdcazhm1 . 7 T,

-

From these f1nd1ngs, it would appear that the-
initial activities of a program will be cruc1a1 to its

subsequent evaluaticn and if a program tries to change

« N t

. its reputation, some revision of its outreach and re- -,

L]

)
cruitment techniques will ‘be necessary‘before'"word of
mggth" can brang p051t1ve results. -

Both de Mek (1975) and Heller (1967) suggest that

3

ation the program-is tryimg.to atfract; ae‘Mek'“ 4

suggests that this procéss bégin by the developmqpt of a ‘

Carbide's 1n1t1a1 pub11c1ty ama use of the employment




i

. . . *
service, did not attract the low incomg,. minority
population they were try1ng ﬂo reach By checkingK
applicants aga1nst4the preferred Gllent pro£11e they

disgovered- that the1r target populatlon n91ther read
v ~ -

pupllclty furnlshéd to the press nor v‘lslted employ*nt

ser!uce offices. By dhanglng the1r Qutrgach methods to

— - -

i,lnclude spot announcements on the "Sou*" radao stations —'

[ .

in the Black oimmunlty, the1r app11Cants ‘more nearly

matched. the c11ent proflle they wete . seeklng

.

' ft Heller (1967) reports "that the Houston\Program,
) t o, N . . \ f

an OEO nhltitsg&vice agency that. incldEEd an employment °

- ,.component; had drffldﬁity in. reachlng ‘the populatlod.of

Blacks that was 1mm1grat1ng to the city.’ )

ERN 4

et

r By keep1ng track of"’?fént:profrles and documen—'

tin& c11entf backgraunds and training needs, it was evi- .

. ?

dent that the target populatlon was not be1ng red!hed

Y
- By analy21ng'wHere new arrlvaﬁs came $rom, it wds
found that they were attracted to loca% ommunlty centers“

' -

and churches. - e L, S L ‘\1

; \« £ W 1‘ T r 'i

o N\
Outfeach technlques were. %hehefore change&' OnCe

»
]

a week staff membeLL #ere sent out to the various communlty .
centers And other h1gh v1slb111ty locat1qns in ;he.same e
-area. Thls out postrng technlque began to br1ng in c11ents

with the character15t1cs belng sought i.e. recent arrlvals,




-

—

1

- .".,'3

’ )

. . « * 3

Both Hellbr (1967) and de Mek:(197553 however,

"_state that ﬁlac1ng an employment component 1n a multi-
serv1ce center prOV1des one ef the most effective out-

- -

reach metheds, next to "word of mouth"

Potential éiients

/s ~

"will frequehtlyzisek out'sources of emergency fundlng,~ ( -

“)
of med1cal a551stanoe of adV1ce on hou51ng and o%her ser-
V1ces upon arr1#1ng at a new locatlgn. By informing’all
L S
of the mu1t1 -service staff of the avallab1llty of the-

employment progran, approprlate referralskcan be stimu-

. . et . & -
- N ¢
- / -, « L
, .

1 A ’
Cbiorful posters and other high Viglblllty 1nform-

lated., -

s -

. [

ation g1V1ng notice

within the)multlfpurpose cen-,

etting potential-clients
‘ v

ter are- also useful tools in

pe to refer tﬂemselves to employm nt programs‘w1th1n the

cénter. . . ) e . L,
2.02 RE CRUITMENT INTAKE L

Most authors'lndlcate 11tt1e problems in obtaining
app11can{; for, employment and tralnlng services offered to -
econemlchll dlsadvahtaged m1nor1ty populafions;” Heller
(1967), on he other hand does 1nd1cate that, 1n¥add1tfoh

- to the p0551b111ty of reachlng non- targeted populations . L2

there is a danger of over- re:rultlng even ‘from the Popula-
- - 4 . v ' .

tion one is trylng to reach. s o

ot

' Accordlng to Heller’ the Houstog Nelghborhood Centers

3

frequently erred by "over-recruiting" for avallable*slots.

This resultéd 5n an excessiwve-level of effort being expended

. s
3 @ v

-
- - '

B} \/

‘e

| b8
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! _that it
) ;
s e .
: - ime on

!
N

....,,
~

- g ’
: o£'slot openings,

’flow can b

'he clalms

',attitudes,

. N
services which left too little =~

on'ptovi&ing intake
capacity to‘p;ovide emﬁieyment services.

. To ‘counteract t?é.tenﬂeﬂ}y to ovei-recruit )
Houston instituted .a ”Gyllndr;cal case logh-system”
T ‘?method llmited the new ellﬁnts a counselor could
see to a number equal to Z0% of hls'caselhad )

Heller does not pTOVlde ‘details on how this.

"flgure was determined or Whether this percenté!% actually

%ﬁ! flow of pew clrents brought into the system in’
bal!;ce with those leaV1ng:1t. It is evident, however, B
limited the counselor to spending only -28% ot his

‘intake;, leaving 80% of his time to deal with clients

-

already’

¥

in the sys
. b 4

Apart from "encouraging" counselors to consider

ae

‘ - \ - v N L4 .
sthemselvés part’ . of a team and to keep each other informed
. job owders; and'client interests,
‘prov1&es no spec1f1c ways in wh;ch thls kind of 1nformat10n

assured within an,organlzatlon. VeVertheless,

at this method permits aﬁ'orderly client flow

F .

and- allowsfime for follow-up activities.
/' .‘ -
2.03 . AS NE o _—

7 » v R - ‘-
‘ Assessment as deflned by ‘Backer (1972), is -the

vy

J"-/
gathering of 1nfor3et10n about ‘the aptitudes, sk1115,
f )

‘persbnality'trﬁits, an life-ﬁork Ristories of

an indiVidual Thls def1n1t10n lacks a. statemen! of the

A more

Eurgose far which this 1nformatxon is gathered

ﬁeller‘

-r

L




ment assignment best suited to him within the gonstraints

. : - i

by
»

useful definitiom in the current-context, would be to

say that;assessmenf—iS"the'gatheriqg of information about

an individual in order to determine the training/pl4%e-

Y s

of the training/employment program.

This latter definition, is implied by Backer when
. _ o o ) 7 - -
pé points out that a crucial input to assessing a poténtial

~client is the program's -capabilities and the limitations’ .

in which it operates. \

It makes. little sense according to Backer, to use
an elaborate testing system to determine a Glientfs acddemic

potential, -if work exberienceuis the ‘only employment'Eon-

ponent offered by a program. %acker therefore, suggests /

-
s

that a_clear'statement of program goals and capabilities

be formulated basis for decisions on how best to use assess-<

»

Ment for admission and pla!bment% S - =

b

. * . N f . *
Nccording to Backer, the most commonly used instru-

.

ment used 'by vocational dec%;igﬁfnakers is the General

. Aptitude'Teating Battery (GATB). mThe (GATB Manual (19704) -

states that—only recently has 1t become clear that the
GATB presents ”dé?ﬁnlte llmltatlons 1n its use w1th the .

more severely disadvantaged". It is presumed that "dis- -

»

"

‘advantaQEd” in-thié‘context ’ refers to the educationally ®

) »

dlsadvantaged as d15t1nct from. the eCOnomlcally dis- fJ/

advantaged For, ‘as Backer points out, .the greater the. v ]

-

need of 3 c}lent for manpower serv1ces, the 1less useful

N . '—‘ o 1Y ' '.,' " . * :
A o 76 , .

v S . ‘naci/_! )
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3

on any other test}- is prime facie evid

. has .he capatlty tq learn readlng or any other sk111 ot

R

1s the GATB for assessment since the ''most persuasive

bharacteristit of the culturally disadvantaged is educa-

tipnal deficiency". ’

.

Despite Backer's off-hand confusion of cultural -

and economic disadvantaged, it remains a .truism that if

a client cannot read or understand a té!t direction, he *®

will perform poorly,; regardless of his“underlying in-'. v J

tellectual capac1ty
An argument can be\ﬁade on the other hand, that

regardless of an 1nd1v1dual*s underlylng intellectual

,1

potential, an 1nab111ty to read or understand directions

(whether this'is evidenced on perfor

m?e in the GATB or
nce of the client's
need for basic_education and-for his inabifi%y to tra}n

for or to hold certain jobs until--the ability.to read is

developed to an acceptable level, "

It is equally clear, that w]'\lle the GATB ma;‘pomt

" it

. up an inability to read, another instrument, not depend-

»

ing read%ﬁg, would be requfred‘to assess an individual's
underlying intellectual potential to'determine whether, he

Such instruments ex1st and attest to the growing:

- . .

. awareéness among vgcational c0unselors that measﬁres of

1nte11ectua1 potentlal (as dlstlnct from measurements of

skills or athtudes for partlcular jobs) must_be freed '
of dependenge on cuIturally-iggyced learning. = -

d .

| TV 77 -
: — ‘ r -.-nac1/-__;7)‘
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Some such approaches“to assessment identified by
Backer include:_q '; _ _ . .

1. NGATB' (Non*readlng general aptitude Battery)

3 L
° An adaptation .of the GATB. for the educatlon-

'ally dlsadvantaged

2., TOWER System: (Testingc%iientation and work

“evaluation in )ehabllltat on)
° Consisting of 110 work saﬁﬁ%&s in 14

broad occupational groups.

Work Sample Tests:

. Performanca'of actual job taaké or com-
, ponents of‘éuch ta;ks. ¢
-(Thls is the most satisfactory replace-
ment of paper and pencil test for
measuring aptitude for a partigcular job).

-

Work Behavior Samples: P .

® Assessment of client's attitude forward

and interest in work.

Fundamental Achievement Series:

®  .Assessment of basic verbal and numerical
skills,. 1nc1ud1ng basic readlng “

BIB (Blographzcal Informatlgn Blank)

e - A etrucgured inquiry into pertlnent 1f¥e
and \york experi_ence;s taken ds an individual

lifé history from which basi¢ abilities

and attitudés can be determined.
4 . < ¥ .

f72ﬂ 78.
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-

- 7.  JEVS (Jewish.Employment and Vocational , |

Service) . .

° 'Twent} eight work ;:Hbles at‘varyinE

L levels of complexity from whfch.

+ . - ' -3
aptitudes and skills for a number

of different kinds of work can be

asgertained. - k

It is universally recognized that it is difficult x

- e

to obtain valid assessments of the training and employ-

ment pofentiaﬂ of severely economically di;advantaged

peop}e who have low levels of formal education and who

come from cultural milieu differen m the core v '
culture.

Past history of ;;derestimating intelligence and
ability in these populations have made them react !
néfatively (Libgw: 1973) and with hostility (Backer

_1975) to almost any kind gf’ébfmal testing procedures.

Backer list of assessment teéhniqﬁes provides

exampies of ass®ssment tools which are least'liie for-

mal test procedures. Furthermore, the use of work’

lilin

«

sampling techniques by a manpower program has a ‘face : -
validity that clients can accept as meaningfully re-’

Tated to the selection of training for jobs and for
job placement as-well. . v

‘e 4
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A \"
a

libaw's review.of related literature as 0f.1973

findicated that life.histor} methods, in the hands of

- R ]
. > . . . . R
skilled interviewers and int®rpreters provided use-

ful predictiong of work adjustment and of tenﬁpointed/
areas in which-appropriate counseling could forestall
later work-rela}éd adjustment difficulties.

N These findings are also supported by the Human
]
Interactlons Research Institute's 1974 report ‘to the

Department of Labor. Thls report suggests that a

successful assessment program should above a11, have

.. trained test technicians admlnister any test of any

type.  Such trained personnel should have an opportunlty,\

" not only to administer these tests, hut to select from

-

.

among a number of thém those most suited to the in-
dividual client and to share the resultsiwzth thev
client in a professional, positive manner.

In the light of de Mek's f1nd1ngs (1975) that

over-recifltment and subsequent fa11ure of ab111ty

to serve clients is one of the most common and most
e

/damaglng tendencies of manpower programs, ‘it also

-

- K2
appears to Ee important to recognize that assess?ent

s

is one way to 11m1t recruitment to those Qﬁst able

to beneflt from whatﬁprogram is prepared to offer. -
)

If assessment demonstrates that aiclient is_

s

suited by ab111xx and 1nterests to undertake tralnrng

to become a ths1c1an that client 1s }ust as unSulf%d

o . ° f
. , [ ‘ .

A

-
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"

\
.

L)

P

e

- )
\ - .
- .

“to “the ‘CETA programs capabi ties as is an applicant.

AN, \
who's incapable of benefiting f rOm,gﬁ?fkind of job-

.related training. :

» L * ‘

The' consensus appears to be that assessment is
y . T )

-

a more important means-of selecting (i.e. recruiting)

clients that, mesh well with a program s goaIS and

o

[
. ( 3 -
By implication this means that recruitments

y follow a plan and-assessment shﬂuld serve as one of
the tools to carry out tHe plan as well as to benefit

. — 9
the client.’ .- . .

. . L IN -
A further implicatidn is that "first-come-
< 5
\ . ‘u N
first-served" techniqugs.of recruitment are inappropri-

-~

ate and may even be damaéiﬁg to- both program and Sient.

4 . h ] N . .
Selection of recruits from a darger number of appli-

cants ‘means that .some individuals wi}l not be served;

-

by the ‘manpower progyam.

3

that good Teferral services be establlshediby the

“program and that ciose ties be estabiisheé-to other

It is thér?fore essential

K

agencies 'and sources of assistance to the Indian
o N

population. ] . . - .

. While assessment has bgen defineH as' gathering

-
N

employment related information on anjindividual client,

v ot -

it can also take on ,at;o»ader meaning,-related to pro-
N ' 4 t ) -

gram planning, -’

L3

e PO : T
. .

s
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e

. tions -potentiad for prov1d1ng mean1ngfu1 work exﬁerlence ’ -k

- Under Carbide's study (de Mek, 1974)-compiled L
an Industrial-Technital Training Checklist tﬁatémrsenm
as a toof*for assessing the potential for indhstrigl' ) ﬂ'
training projects, (i.e. on-thek?;b’tfahﬁ@gﬁiyogramé). s ¢ -
With slight modification, fhé éhecklisf‘couiﬁhaiﬁo L ST

.serve as.a means of asse551ng not- for.proflt organlza- '

S

Jprograms It 1szﬂso a useful ;pstrhme for program ) . !

&

plannlng in general ) ‘ e

’
-

The chécklist j‘:reproduced- below: ' . -

»

Industrial Praining Capacity _ . , .
- \ [ 3

o ‘What'industr?és'and plants are potentially :

" involved? . .
- 3 ~ Q ~ .- N

o Wha;,experﬂence has the indgstry had in._»

. o P .
_-training in craft, technician, and related - : ig
.- areas?

‘¢ What training is now accomplished? \

v‘.

. In what ways do 'labor unions participate in

- training programs* ' - >

o . What faC111t1es (space and equlpmentj would .

g be available for training?’

-

(. - ®  What qualLfled tra1n1ng personnel are .ot
' . 0

- , ‘ avallable or could be made avallable

.
A - .
.
. . -
- - P - ¢

. \ €full t1me and part time) for training? \




TP
Nhat areas of tra1n1ng would be most de-
sn:.able in terms pf experlence, facilitlies,-
“ . \ L. “ . . . . *“ . ~
‘and petsonnel? S : ' i

[

Can ‘a 51g5nlf1c{ant amount “of managgment
»

attentlon be: dévoted to. deqzél&plng and
R , s , & .
operatzng a, tra1n1ng program? . .
)

~

What 1s ‘ehe "1,mage" of the pLant .in terms ‘

of a p’lace t8 \&Lr’ and a c1t1zen of the -
».

. communl’cy" » ' ‘ ’ . .
Y o " ;e Q A - -
Can the plant call upon/'ebommunlty assistancl
- 3 L JE
and count “(Sn communlty support-”*

L
X

.v .. Commun lrty Resources ‘ . "
‘ K N * o : ° - "
4 ‘ ] [ ]

L Wka are the ma‘lo;r educat10na1 and tra1n1ng

~. ... respurces of the area? . )
. < . . .

‘( What pr‘bgramf ex1stsj’for worklng w1th the -

dlsadvantaged populatlon of the area? .

‘e

What arb’ the temporary hohs1ng,}5551b111t1es -
rélated to athe area where' tmlnlni,wouﬁc?

' ‘ '-ﬂ o ’ ’ ¢ R
occur" . S . . '

ol Ay
7 * - s

, What ,15‘ tjet general af'tltude b the comglunlt)ﬁ

ieaders‘hlp towara prbgrams for .the dls-'
R B
.adfrant‘aged. '

v ..." " “. >
i Ment 0pp0rtun1t1e§ '
...' . . N ; . - < .

) . ”~

What obpdrt ' igs are tﬂere now ‘and arg

proJected‘or qmpéloyment wrthn the pla.nt.
N .

for graduates of‘ thd ¢ra.1,n1n§ prOgraYﬂ"’

A e
T3 P
N T) N S T
.

»




’L'.. = - g N
2 ' *
. )
.‘*'. ) / R _ . \.\,. 3 .
) - A ' N . A o )
“ @ . How.are these positions now being filled?"
» . . -
) © e ° What are the general employment prospects
v : . ; .
’ /‘ - ‘ ’ - ! ‘ . - ‘ 0 »
. in the™geographic area and in tffé 1ndustry
» . s - N . : ,
o ! 0“’ , ~,represented throughout the country? ' Tl
-F ‘ ’ ‘ i A ’ '-.L_..-» R ’
i Recrult,ment P0551b111t1es R r ’ ‘
. oL
T @ = ( , . : \ . '
l;; 70 .What large g?oups of unemployed or-under- i
- . emﬂ_.oyed' workérs in the area are potential.
, . ’ . : s N . . R ° g"’ .
i trainees? ' ’ o y ‘ .
_ Qﬁ ; T e ® What training programs serve these, gfoups, ' ' ,/I"
. A ' ) ' L e
.y .7 and are they full, adequate, and successful?
s - 'J' - ’ i ’ ) ' ¢ . ‘. o
: ' . What "channels now exist'for recruitmernt from.
the.disadvantaged group? ! N
» 4 A
i General ) - .. L e .
+ . ‘ T
- e ' Is ‘there an agency which would be-able to ¥ .
E assist -in deve10pment -cobrdin‘at'ion, and
. T * - >
> . management of ‘the program"k fre - ..
- g " . ¢ - AR, . " ) ‘~ v r. . ¥ *
- o - What I'él&thIlShlpS‘EXlSt between the ) 'S e
- g " ) B
. ;’ 1ndustry and possable coope-ratlng agencies? - o
o 2.0 EMPLOYABILITY P,LANN!NGw- . Y e
. . If assessment is'at the heart of tb process of <. s
~ . ! - ‘
select:,,ng part1t1paﬁts fot a program empl_oyab111ty s ’
~— RLJ P
-, .
. plann;ng is at the heart of the process of mak1ng the : T
# L]
‘_ -program‘erk for ‘the 1nd1v1dua1 -
A ) . -’ L. - . ‘ ~
' . — ¢ - . v P N
¢ ! - . "‘ -
L{’ . e 5 TN . ' ;,:.
AN 4 "“4‘ 'Iaq a’) ¢
(4 5 ¢ N
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./. ! Clty’\rianpower P(ogram (1976) for the Mayor's offlce to

' Backer (1972) suggests thdt a "two week period be

#

, \ . - ‘
given over to.and "employability érientation'". While the

specific context of .this process is not delineated, its .
© purpose is .to ‘give the staff t%pe'to work with the non-

to * .
Vo

match him to training opportunities and to Subsequent

, y . ., —
job ready client informally to determine how best

/~Presumab1y part of thig two week perlod would be
' ﬂ

given over to the use of the assessment methods Backer’

jobs.

E 3

testhg

proposes as akternatlves to ﬂ'rmal '

s

. By far thedmost'comprehensive model for employ~

~_ 3
ablIlfy planning (and the” only ©ne spec1f1ca11y related v
. e
. to CETA guldellnes) 1s one prepdared dy the.Los- Angeles

» Coe

serve as an- admlnlstratlve guide to its CETA grantees.

/ -

' that an Em’!!ymeut Development, Pian be .prepared fdr each

The Los Angeles Employablllty Plann1ng Model suggests

part1c1pant Thls plan is to serve as a worklng doeument

'that 1dent1f1es the sequence of actlons to be taken to
halp the cllent reach a goaf)of attalnlng sultable unsub-

4 !ldlzed employment preferably in the pr’egte sector or

. in hard funded agencies.
R - ) »
In the LA Model Employablllty étinning follows .

.
assessment prgcedures, and uses the results of" assessment

ag part of the 1nforma‘?on mix to help deVelop the c11ents'

H‘1nd1V1dua112ed plan. R " o e

)
t
L 3

» . .., . - i . . L . -

&4

™

’

naci /__J




e

An 1nnovat10n of the LA Model 15 that 1t uses a _ \\

1

team approach to employab¥11ty planning. The team consists ' ..

_of many staf? members including counselors, job developers, _

*

intake workers and assessment technicians as well as

managemeht pePsonnel. 3

-+ Becatise the LA émployability planning model is

1ncorporated in tue model for Outreach and Recrultment

&

. outlined 1n a subsequent sectlon of this report it will .
not be detalled further at th15 juncture.

Suffice it to say that employability®*planning is.an

‘essential process from which the success of a program's =®

"dbility to serve the individual client can he gauged. -
» - b3 f(: . - ‘ - .

205  ORIENTATION. ., - S

s e .
.thably dbsent frem the:literature are any-descripi
. tions of or1entat102‘brograms tbwfamiliarize the noﬁ-fob
ERa ready client with the nature)and demands of the world
of workilncludlng the demands-of the tralnlng proé&ams

i . . . ' L - .- -y

themSelveS

‘ s . ‘ L z .

Wh11e many authors mentlon the barriers to employment 3

)

‘. . brougﬁt abaut by poor groqmang, lack'of regularity of

attendance, lack of promptness and 1nab111ty to conduct

-

oneSelf. tn one's advantage during empioyment 1nterv?ews,:~wi‘l

‘¢Barker '(1974), deMek (1967) , Liba¥ (1974) only ome .

<

o (Libaﬁﬁ\\&th) presents\a comprehen51§e plan forg

R .
‘%Eorlentatlon of part1c1pation 1n~manpow€r progﬂams de51gned
¥,

.

[ hd .
i -
. R o . ’
’ ‘ * S
. . .

B \ f 80 N
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‘for the severely economlcally dlsadyantaged »

libaw stresses thq rLse of peers in rolé piaylng

,eXerC1ses and. pTobiem SOlVlng sessions f0110w1ng f11med

t

presentatlon of matgglals deallng w1th groomlng, prompt-
ness, dependablﬁlty, deportment durlng 1nterv1ews and

presentlng one's eelf to greatest advantage in written

A

job applications. 7 : o Ce

N
- . Ay

; It must be 'stated, howéver, that the plan outlined

by Libaw is based en theoretical and observational data

and has never been implemented. « It has therefore, never

»e

‘been emplrlcally evaluated

» ' 7

)

2.06 SUMMARY ON OUTREACH & RECRUfP%DH’LITERNHﬁ&

= Includedgin the literature related td~9utreach and‘

+

e e <3
A oot

]

. recrultment has- been.a rgvfe% of; t?terature pertinent

»

0 Methsds of reachiné~the-target populatgon

4

Recrultmen:methods ineluding

) N\ ntaqR;Frocedures B
. % Assessfent procedures

o Employabiiity plagning

3.00 ' TRAINING RELATED EMPLOYME S ICES AN - SUPPORTIVE

-

" SERVICES

. y t - | - .

3. 01// TRAINING |

i

PR ¢ . . ! \ - L]
; It is strange hom 11tt1e of the £1terature related

0

- if manpower programs actually deals with the methods of ©
Sy
;  Q

N L . 2 ,.,n -

N . . . , . s

;

&Y




de11ver1ng the 'services that, l1e at the. heart o} the programs
‘or w1th wa>\s of evaluating the1r relauve effectlveness .

Leonard (1974) suggests t—hat a systems approach to

'.d

the plannlng ‘of tra1n1ng can answerathe Juestjons of where

tra1h1ng need or1g1nate, who needs tral,n-lng, and the k1nds
. ,a
of tra161ng needed by the target populatlon Thls 15,

]

however, a Iittle. unclear as to what the 1nformat10n m1x

should be and how it - shou;bd be obta1ned as well as how~

plarfne_rs can pro(.pe’ed. Nevertheless, "he suggests that data

~ e .

canis-be gathered that w111 provb useful to program planners

-

. in the1r ‘efforts- to determlne the avallabllxw of tra1n1ng
1n"che communlty‘ t’o arrive at dec1slons as to whether

tra1n1ng is better dohe in- house or. out, and-what per-

formance measures sho d be used to monitor tralnmg

! ’ ] }
. There is c0ncurrence from Human Interac—tlo-n &esearcﬁ’
r /7 » .
(1974), and* from Urban \Observatory of Metropolltan Unlverslty
¥
-- Centers §1974) that questmns must be asked to asytam

effectlveness. . R SN o

-
1

-

obyectlvely what kmds of tralni.ng apprqac.hes are bgst

-

L su1ted to the part1cular needs of! the populat1o‘served ‘

i by a program.‘ But there is ne theoret-1cal,or practical

o

s -

- A

A

entlally, it appears that pract1cal possﬂn,h-'

methdd@:ven mak'}ng these cruc1al debirmmatmns o ’
E

t/{es gu1de the development of manpower tr,a1n1n);»/programs

l

v Thus CETA, llke ity predecessorxs relles on nvallable
SN




community resources and their traditional methods for -
. , < .

- . - . . 7
providing tralnlng. i
’

L ]
. X - . . R
.z’]' ze isgues are phrased in terms of wgat (proportion
ing will be glven in- houSe vs. ¢

of tra .in regular class-

.\ .
To0m or, i what proportion of training will be given in

. tlassrooms vs. on-the-jeb. The actual methods to be - ..

- - .
empioyed in train}ng are rarely discussed. '

'( , ‘ * Failure to deal With these: issues implies a failure
€ o N

e
“to recognlze fully the 1mp11cat10n of ‘low edqutlonal

atta1nment in m1nor1ty groups. Only some of thls lack of

i

R N

1ty ‘to attend scheol.

i .
[ , <

Lt »

>
| a- con51derab1e proportlon of- mlnorlty peoples

R ] - Whlle ‘the educat10na1 system as a rule, has triedj
¢ -

.s to remedy this sltuatlon through ﬂhe 1mtrodhct10n of paced
. . e}
and 1nd1v1duallzed learnlng programs in tﬁe schools‘\few

,

unsu1tab111ty of trad1t10na1 educatlonal methods in reaching

K

el

=

«educatlonal«success can be attributed to lack of opportun---—

A 51gn1f1cant factor must lie in the .

L

el m&n-pewer-vpregr&ms haye pald attentxon to yuc dgpLLLdU!Irry

of-thEae new methods to career tralnxng for m1nor1ty

L

f
»

"

is to be taken at face value,

\
.
"’ [ [

« ‘y ' .

’

leaw (1974) d15cussang the"results 6f a survey of e

pepulatlons, 1f the silence df the hterature on this !subjeCt

)

-

- sblected‘NAB JOBS programs, suggbsts ways of matchlng

the method5eused 1n tra1n1ng to the cultural and value

.

e e gy e e e e
-

A}

-

>

-

.quentatlons of m1nor1ty‘tra1nee9,

/

-

Y

l =

=

»

‘
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" ta Blacks. The applicability ofethese methods to Indians . | "‘

training: = - : o : -
. » . . A\ .
e Classroom Training E, R oo -
S S .
° On-the-job $raihing »

clues to the characterlstlcs that any of theseaprograms

e Some—polntérs:can be.deduced fromntheaf4ndings-offn—-f»v'

PR
f

s ® The tendency of potentlal,emplcyers to* v1ew ""'

- a— >

3

. v
\ . -
) . T
.

‘ CETA GuideEnes define four programmatic areas for

remains unknown. ' ¢

T“

o . Work. Exper1Wb11c Service Employment&

No pertlnent literature sources were found that provide
x$

~

areas should have' in order to succeed with Indian people. "

thefIndian Policy Review Commission Task %orcef' In its .

flnal Report dated 1976, ' the Commission atgempts to. T

T e “— .
1dent1fy Ind1an employablllty problems The problems Z:::;f‘ .

E 4 A

1dentif1e§’byrthe Comm1551on 1nc1ude . ‘ ,

N,

Indlans as unstaBle, unre11able employees who

51stent1y ?nd characterlstlcally have a * .
'y LN R L
attltudextow&rd work :

dlscouragement of, Indlans as belng ‘ '

L Y .

‘ ‘a able to flnd dnly low pqylng, monotonous, - L ' -

unskllled Jobs, ‘ / -

]
4 . L]

. The ldck of skllls and knowledge needed for

11vrng~1n the.urban environment characteristic '

Qf Indians migratipg to cities from-Reservations.

’
- - ”
[

* . .
‘ v
L L4 o /)
- ' ] e

K {

AN $ - 90 . - ‘ na'ci;,/"'_o,

, \- . L. " ’ . .
‘- ’ ~N N § ‘



, ¢ Lack of resources which prevents mariy Indians/ A
o “* from purchasing appr'opi'iatevclothgs, si)ecial \
v - ’ ,
) tools and equipment, or furnishing tﬁemselveS’ .
with the transportation needed to be able to N
take better jobs. . , . i , o

-4 - , ot
-~ .

CETA guidelines and programs address themselves to

. . " . -
't all of these problems. Effectiveness of, implementation *.
: . : ) , ) - , . I :
remains.:- ) .. -

The AIPRC points out that cultural patterns in

f Indian communities may differ markedly from core culture
"‘ i . . * ’ ’ . ' ¢
;. "expectations. . —o- e g \

. ] } : ’ :
These may show’ up in ways that lead White people to

-

. ;"' ragard the Indian ‘as evasive, sh‘if_ty; unwilling or unable :
. to be stralghtforward T , | _ i T :
i ' Some of-these cufltural dlfferam:es show gy in R
/\ 51tuat10ns that affect employablllty For example: . ' . ‘ o
. An Indlan may not ‘make eye contact with an:' N .
. > employment interviewer: k SR LR -

From the Indlan s cultural stance thls is a mark ‘ . |

s. ‘ of respect ?orﬂthe interviewer. From the,pointu‘ il
> ‘ . T of V1ew of the white interviewer, 1t is a‘51gf =
X o that the applicant is not telllrig the truth} .
PR ’ ' e '9% Indian may use one name on one pccasmn ',. ; ‘ |
o= " and anot?her name on another occasmnhln f1111ng 2
, . ) ‘-. - ‘,. out an appllcatmn -form. . C _ "y S




v

.
'

7 o

%
From the Indianfs»pointtof view, he‘may merely

be trying to ac¢omodate the white mén by using‘
a more easily pronounced name or he may have
taken a ﬁew,nameq>§§';§ common ﬁractice) to
“honor ajgrgﬂdmother or’' to give himself a '"new
,start ﬁith_a new identipy",l To, the White man,
this casual néme-changing;may appéar»to be an
ttempt to hide some past wrongdoing.®

When he comes to urbdﬁ area, an Indian may-still

list his Reservation as his "home'". His, local

M "

address may be insufficient and t;ansienﬁ to

- .

him because-he is living in crowded conditions

’ .

2

with others and may be
: ‘

>

afraid to make new living

. thing

arrangements at any, time.

The white person may regard this frequent change
i £ : o7 k Y ’ * :

of .address (ot failure t@re a local addrefss)

‘

-as an attempt to evade responsibility, or as

shiftlessness, or as a way of‘preventing any
coritact with the white community because some -
"strange" is going on. ’

A ; \ _ ,

L4 .

¢ The Indians' inability td"give his precise .

-

~

birthdate may merely be“the‘reS;}t of lack of . -

precjise kﬁowiédgé because.his parents did not

A

-

»

- “\ keep track.

To 'a white -person, an Indian might appear verf

-




+

. stupid not even te'-know his own birthday or
he may appear.to be :"trying to get away fith
somethlng" if he is 1ncons1stent in sta&mg the

‘date of his b1rth ;-

v éuch details may seem to be.insignificangfin themselves
but they point.ro the way in yhich cultural difference can
lead to serious‘misinterprefations o? bphaviour .and create
serious bagriers to acceptance of the'Indian in the world
of work . o - - ) ’ é |
The‘faér that much ill effects may result from cul-

s

tural patterns such as those described also points up the

_cr1t1c’al need .to preparée Ind1an people to deal with t‘He
. e

" . * . ‘They prOV1ded t§a1n1

-

white w‘orld on its own  terms by helping- h1m understand its

‘ A ]

expectatlons and 1ts way of 1ﬂ¢erpret1ng behavloral actlons

The AI(C Task F)orce Report also prondes data cr1t1cal

Assxé tance Programs

’to "the Buréau of Ind1jan Affiits . Empl

‘The major ¢r1t1L~1sms leveled «&a_ S
. LRI =

not in demand prw\_ ;Training did not bring

LY ‘ L f
peoppe to the le;el ere .their skills wouwl
—\ 4]
¢ . be- saleab.le. (low level tra1n1ng in weldlng\ o
.. A 4 -t
where Jobs ‘are* aval’lable only at journeyman
t "y : 1ev’els or are nqt ayailable at all is one common
. example). : ) ..-/
Bl A( \
‘ -
+ . ) v ’ ‘ s - ’ .
- ' . \
. L™ s .
{ ) - . * s -
«- 6 8, , e 1
- 73 .
. . . 14 o W'/ - N

o
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N

v A

‘ev1dent

—
[ ] . N « ’
| Iy ' ‘-
- o ‘I ' - ) r' e . ) 1 “e i i /
\./ -~ . - /: ’
P - P - ] - - ﬂ‘ ’-‘/ « ‘ »
F oy .o ¢ They do not follow-up their trainees' caxeer
' . development aim- conséguently do.not know‘;hether
- ) = . ; ) o
Te— thefr training is éuccessful or unsuccessful or

how it might..be 1mproved o .
) Lack of follow-up 3s also regarded as lack of

interest Zin the trainees who need encouragement
] L3
& ‘& ~ R

'thrpugh contatt and contlnued'%xpre551on of

) b > k

interest.
The implications of these ffndihgs f®r the conduct 6f

4 . e .

CETA" tra1n1ng and manpower services programs is self- AR //

. l _ .

What is not so generally recpgnlﬂ!i &5 that accordlng”.

to a HEWK}eport 61974) on the socto- economlc character13-

t1c> of ‘Anerican Indlans baied on the 1970 tqugs, the Basic

rgason for_the recent accelerated migration o

cities is their desire,

to seek'jobNOpportun ties-

Motifétign to -find good jobs must-ﬁe'high if it
. s ‘ -~ o !

indyges larges_numbers of people to leave their homeés

(Regervations) and brave the unknown,

8

It would seem incwnﬁént on CETA programs to capi-

talize on this motivation, but the’ literature does not

¢

provide 1n51ght or evidenCe to support spec1f1c ways in

wh1ch this can best be done.,

s

L}

-
-~
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4.00 JOB\DEVELOPMENT AND PLACEMENT - - R S
The ohly written meterial on Job Development aéd

Placement spec1f1cally related to operation of manpower ,

programs is the Los Angeles Job DevelOpment Model (1976} . :'
Much of the model presehted in .a. subsequent section

of this Report is based on the LA model,lso rt~§s not given

elaborate treatment here. : ) . v

The LA model presents three main technties for job

- .

development and placement: ) . : , RS
e “Job Ma¥thing ’ R T . -
¢ Use of Affirmative Action S N .
A -‘ ) ) . - - 1 . ‘ Q’
e Job Development, per se. ) -
Y w . ¥ . . »

4.01 JOB MATCHING
. Job matching occurs yhen an employee is -sought who
" can fill an employer's\description of an available Job. v »

‘The employer's requirements are taken as the .starting point.. ...
» . . - T, o
These may be in the form of a.job order, a classified ad, . i ‘
b .

L4 .
or some other notification Of1Job availability [ S ’

Starting with the employer s statement the jgb
¥ .

developer scans the files of available applicants . If one

T
is found who matches, he i% sent for an interview after a - -

Y

call, to the employer who verifies that the job 'is sti}l

-

-open. If thére are some‘areas in which a Candidate does

\\‘not fit the desd;nptlon but the counselor is certain he

A )

+ My~ could perform well, some attempt is made to call the .

- . . .

\
- - » -
] "“ . Y . N o “y ‘/ \ . ’
. e

- g . i

. N - .
F N - rd ;
¥ o » - .
“ . A i .
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1F‘
J

[ T ) N
P - ’ . /
- ’ * )
- . . >\ . .
emoloyer and "sell" him 0\1 the candidate.
. . ‘ . " < v
, 4.02 AFFIRMATIVE ACTION - . . 2 '
: . - ®
' ‘Affirmative Action is used when the job developer IR
Shelps an employer who has Qharacterlstlcally not hired .
Indlan, fo restructure JObS or to modlfy the1r require- ® K ‘
ments so th—a*IndlanS. can perform them aﬁequately.
*. . , + sl .
' 4.03 JOB DEVELOPMENT v . :
p . .. ~
T Job Develo&ment occurs when a spec1f1c Job suited ‘
¢ - : C e P
§ to a spec1f1c 1nd1v1dua} is sought or an employe‘r is
"« induced to. create one. ‘ ‘ : (
\
The' Los Angeles Job Deveﬁopmen{ Modq.l stresses . \)L
) . ’ . -
’ the use of labor market analy51s as a ba«n; for plan-'.
‘ning the Manpower Programi well as a way of deter- . > '3
m1n1ng where and what klhds ot JObS are most 11ke1y - 3
avallable The Job Developer s should know how to ‘:/ ‘
gather and 1nterpret data on such factors'as'\z - .o »
s »-. e Transportagion, .employer profiles ' . ’
AN - - rl " - e ;"
& Community characteristics . :
. ’ . *
. ‘@ Available job and ti'alnlng fac11i~ues . ‘< .‘
® - The Los Angeles Model describos ways of: locatlng, A N
g ¥ p0551b1e jqb' openlngs through use of: \ ] ¢ /\ Cd
- - - N * \ * ’ » )
o C1a551f1ed Ads B L \'v—*————’ '
)o" . Business*Directories(_incloding the Yellow-
’ : , L et
S 'Pages“ of telep}fone book) ™
. B : ‘
! [ CanVassmg nelghborhood«bu51nesses g -
- SN _
: .9 Mountlng ”mall campalgns to potential - ,
- 1 N ,' . \ : -\Q
- émployers, taklng jobforders, etc. : I
- Lo - , 9 IR h
) A s . ! .- - ’
© - .
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;o
\

»

-3

T.-

)

" The Los Angeles Model also descr1bes ways in.
Y

wh1ch a team effort backs up the Job Developer and also -

fac111tates the 1ntergratlon of job 1nformat1on into the/

work of .all, members of the CETA staff More 1mportantly,‘

it descrlhes the way in'which a team°effort‘helps the .- .

.. . . y»
participants and provides a means of evaluating means of

&

improving the entire program on anjon going basis.

'5.00

" FOLLOW-UP SERVICES ¢ ., ™~/ ‘e © .

' Reliance must be placed on the Los Angeles Model

]

for‘Pro;ect Admlnlstratlon (19761 tq'f1nd.wr1tten ’

8 v

‘“materials” on follow- up procedures spec1f1cally related
*

td -CETA Manpower PTograms,K The Los Angeles mode} suggefjfa

a syStem for obta1n1ng monthly statlstlcal 1nformatlon

L 4

to- help asses$both pro;ect and staff perfofmance

, Forms are also suggested to help\aceompllsh these

]

performance assessments ‘
Pro;ect-performance is szt commonly gauged by '
the retentlon rates of'cllents placed ih tra1n1ng and/or
~-job slotsf{Heller,(lQ67); Gordon (1971). - FE
S Gordon specifically warns agalnsAEuslng numper of

placements as a criterlon for measur1ng program effectlve-

-‘ness, He’p01nts out that use of .raw numbers o[ placements

encourages counselors to make placem ﬁts W1thout proper

regard for c11ent or emplo?er satlsf ctlon or probahll!%y

of job retention. ug"‘ S

-

L

AR




‘Number of placegénts alone, then does not consit-

L 8
tuteﬁan approprlate measure of—p‘bgramjgffectiveness.
IR ” '
Some further measure of thevplacement sUch as:
“,-" & - Retention time <? {
s - g .-
‘e Congruence of placement w1th .training proV1ded
L4 <

S byCETA, o T L e
) Relailonsh‘p of placement to the Cchients'
- e, t

employabllity plan - ,
() Othef’such measures of quallty suggest themselves,
- '1'8,
{'g although they are not. suggested by ‘the 11terature

\
‘sources»reV1ewed.

¢y
Judg1ng from the the absence bf treatment of the

subject Qf follow-up in the,llterature, thls aspECt of

manpower program implémentaticen is the least deweloped of

. . - - ¥

-~

s its cets, "

By implication,'this means that programs are not
* I . ‘ . A . tas ¥ . .
systematlcally feeding folldow-up findings into their

A Co
plann1ng processes. , . - \%

'Whether this lack is d g to lack of soph1\t1cat1on

’ -

in follow up methodology, as suggested by the Manpower e

and Metro Study (l 74) or‘whether 1t 'is due to some other
LT . .
cause is, unkrown. . ' : .

The possibility exists thaf.follow-up is £ither not’
- / . .

4 . . Y e
carried out oy not reported because negative findings

might ;eopar }ze continuation of‘project finding . This -

+

A




N

' \
-51tuat10n may be overcome by a clear statement that

- V Help may a1so bevrequired to provide-the’ technical

(IS

. t N
fund;ng is not“contingent qn- 1n1t1a1 outcomeg- but does,

rather, 'require eviden that follow -up data aXxe being )

»

gathered, evaluated i?d reacted to in the plannlﬁg of

program aCtIVLtleQ. By encouragang&ihe use of, follow -up .

e e e - € s T

date in problem solv1ng, ‘a reiuctance to perform/ﬁollow7

up’ functions may be dlmnnshed

trai§1ng necessary to insure that follow-up procedures
are being followed adequately and that follow-up data

are being properly analyzed and interpreted.

- N N
. 4 o . .
.

-
- - ¥ a

' R ¢ /
. . |

) N 3
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y '\ _ fﬁk - Fraining, Manpower and Supportive -

~
e

J . . PART.IIT - THE-MODELS
Y00 FOREWARD )

Ki

A "~ The models presented here deal with the four area
in Whlch the four tra1n1ng f11ms are to be produced:

\ \ 1 Outreach and Ret«hitment

\e . . s g A
- . N _— ¢ . {/" ‘

\ - . .. oy
\ . services - . . . oo

/\\\ h 1 - & M .‘ . »
3. Job Development and Placement

b

4., Follow-Up
- \ v~ kThe-purpose'of model construction "is two-foid.
a~t First, it is.to try to create a structure, wjth-
,in, "CETA guldellnes specifically aiped-at'helping:Anerica

Indian Prime Sponsors achieve CETA objectiwes on theit
‘constituencies. )

Second it is to inform the fllmrmaklng prooess

by pfOVldlng background 1nformat10n and focus for scrlpt

.

‘writers,-producers, d1rectors and others involvedTin
% . . . - h¢
creative film-making. S : ., - b

‘/" ; . . , N LA . —
L These two purposes are congruent with each other,

but’ the second requlres a congise hlgbllghted treatment
4
rather than a dlscur51ve detalled presentation’ that mlght
-be called for by, the f1rst. No flfteen-mlnute fllm can
] . %

present all the procedures requlred to 1mpiement a model.

At best, a fllT of thls lengthotan prov1de some motlva-

N

- \‘ g e % {

S

1™
n,.




o

‘Hsome input as to why qerta%n procedures are requ1red ‘if

~ -

tional impetus to carrylng out required tasks and prov1de . .

N ) Vo

»certaln goals are to be achleved L. ' -_,l
The staff at most Indian Prlme .Sponsors VlSlted ¢

’was lacklng 1n formal tralnlng in manpower operatlons and

,.,-w

L -y

was g7n§gaily 1nexper1enced as we11. Were tﬁere;more\

L] hS

.expertlse in the Prlme Sponsor leadership and staff, it

A'lS Ilkely that the 51tes visited would have “shown a greater

understandlng‘%nd a better implementation of-the process .
- . ’ " _' (\ R - - ) .

.outlined in the Technical Assistance Gdides'(TAG's)

published by the Manpower Admlnlstratlon af the U.‘S

*

‘ Department of Labor during 1974

o * The models presented here represent;i in part

-

selection of those optlons offered in the TAG's and

considered,most,appropriate for use by Indian Prime °
T e . v . . < A

Sponeors.”'Additionally, they incorporate a numbey of

ideas regarded:as potentiallf very helpful to programs s

that are characteristically manned by inexperienced ¢

i

personne; and that suffer from high manpower turn-orer‘/l

‘rates. - S ' o

-

. t .o ‘. LI
* The models are also primarily developed for

-

- manpower programs located within multi-service Centers:

These comprise .the Bulk of the Indian Prime Sponso¥s . f .

visited. They are applicable with little modification L
. ‘/ . ' ' 4

to those Prime Sponsors’operating manpower programs

]

independently of other services. .. ¢ .
{ N B -

' -

pe
Pk,
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(03]
Q.




RS

‘. 'Because the work statement for this project does

not gnclude the preparatloh of .a f11m on the ﬂﬁannlng

3

'-pr0cess, the models presented here incorpqrate some

criteria fof pla@nlng *program m;x and empW351s, and.

&

define the.iype of leen% fqr which each prdgram compon-
ent i¢ best suite "o ) _‘;. - o

2,00 MODEL OUTREACH AND RECRUITMENT‘PROGﬁAM
. P4 A » R -

‘ This model incodporates such aspects of outreach

AP ' '

and recruitment as:

'

+

. Yoy
"o methods of disseminating information to ,
the ‘target popu{ation,'
E

intake procedures y

or1entat10n of appllcants to the CETA

',program and to-the world of wonk

assessment and'selectlon procedures

initial counseling‘and~emplqjebility
. .

-

planning N

?.01 :OUTREACH METHODS

Vo &01.1 METHODS OF DISSEMINATIVG INFORMATION TO THE

TARGET POPULATTON ‘ D ~oe
ThlS model recognlzes wa dlstlnct target\ngula-

. L4
tions fo which an Indian Prime “Sponsor mlght wish to

. , X . . _
appeal. For purboseS‘of distinctiqn} one- group will be
called.a Referral Populatlon. -The otﬁer will be called -

a Serv1ce Population.

A

AN

a/__—') )

/naci




N

+

.
L4
-~

Indian Pr1me Sponsor does not expect to prov1de dLreot

manpower serv1¢es.
-~ TN
benefit by being referred to 5ources'bf other~seruices.

: e m§§ be -

t

Wlthln thls Referral Popﬁlatlon

~ While they # 'not fall within the
—
théy could beneflt from

‘higher education
’ purv1ew of a CETA Progran,
referral ‘to scholgrsﬁlp resoirces and be 35519ted in

obtaining and f1111ng out correctlylthe many forms that

may be requ1red for application. - e v

; —

-

A Referral Populatlon 1s a grdup for whlch the .°|

A

It 1s ‘a populatlon, howeVer, that could

»

&,

7

. Other 1nd1v1duals, may also be in need of referral

-
o N -

’
. ®

! r
- . .

alcohol treatment programs

r

- _e?-+health-related programs

o.“‘emergencyligsistance to housing .’
. ) ’ -

° . other‘tommunlty resources E A

M

v

on providing referral serv1ces.

v h ’ ”

bro!d'butreach efforts may brlng in many 1nd1v1duals

Te o whose primary needs .may; be din other areas bu% whose long

1

term-welfare will‘depend-on obtalnlpg manpower ‘services

. | .
- Fi ‘ - —
.

of one king or another. /o _— ~

"¢ ...One of the many advantages of being asgbclated

Al -

. w1th a multi- purpose center is that there can be sharlng

of~expenses and personnel 1nvolVed in moqptlng broad-

) It is not suggested that CETA expend 1its resources

But 1t is recognlzed that

=~

<




L

‘\_:‘;l

Y

based outreach efforts to reach a ‘referral pppulation, ’
L 2 o cor
Methods most useful in reaching the referral

‘opufation are "shot-gun" a roachesﬂ, They aim .to teach * =«
pop ] g PP y ‘

, . ' S '
as wide an. audience as. possible and emphasize the. multi- -

pllclty of servites available. o o c

“g fheso methods-are: B 3,

ke

A ‘o distnibution of fiyers\and posters to Indian
‘organizations, Eo;markets,,churches, and _

.o “ bars, in ‘Indian neighborhoods .. .

e preparation and distribution of press. “»,

‘ releases to fhe;media»

o special evenfs taking place at -the’
ML "« center or sponsored by)it 4

° "case studles" of c11ents whp beneflted'

' from the program (so-called "human ¢

,v\ '.,\ . ,
.

. rnterest" storles)

.. o notificatiom of.the hiring of new

-

' B T -staff members, stressing thedr back-- T

ground and spec1a1 sk111s they-bmrng

-

. to the program 'n> . \ .

uncements for radio

0 'prepa tion of spot an

-~
v _ »

and telev1s10n for\broadc on stdtions and v

at times when Indlans arew®st likely to be

P! - .
LR ‘.

.. listenIng. e ,

"o appeaFances of Indian arrists, professionals,

s'.‘i.these‘tould include 'stories of: ° ’ . i:

»

.‘ . ‘ ~l \‘\ R | 'l\:‘.’r f,l “-




ta

‘ ot ' . i
snemberps of’PriMe'Spgnsor and CETA'staff,—£}

businessmen, or other preminent members of
A E s *

the Indian communityeon'telk shows or news
pro;reﬁs on radlo and'telev1s1on.‘
"outpostlng o; oUtreach Workers at nearby
,reseTvat1ons! Ef'lét the’Peoplé know of ;
services avallable in the c1ty, should they

-

décidé~to,leave:the reservation and attempt Ce

. : ‘ ’ .
city life.*. . . - .

contactlng other organ1zat1ons such as

.

schools emploYment service, welfare off1ces,

P * s ¢

social, service agenc1es, housing complexes,
' . o - :

‘ ‘o ! ,” - . . o‘
recreational centers, etc. and explaining

the program and request1ng that referrals
be to the center: .for any one or more of a

- ' -
wide range- of needs, 1nclua1ng the ﬁ%ed for .

, employment services. - > 0

.

Otitreach methods useful in reaching the service

’. . »
[P - : ) ¢

. o 7 - . . ’ o
populatior are ™rifle shot' ‘approaches. ~"They aim to reach”
. ‘ .o ” [ JPRN P .
B - ') = N

-only those who-can benefit fromu the mix of ‘manpower, services,

¢ - N

, -Hroffered by the CETA H@Ograw S - R ’ri .

« [f a program emphasizes classrq§ﬁ tralnlhg programs,

‘A

1ts publlc releases should emphasize what 1s be1ng offered -

(vocational: tra1n1ng, gommunity college progra@s, etc )

" and try to expla1n 1n its publicity what the program demands
+ . N - )




of 1mprov1ng ‘their lot in life w1tééut sacrificing thelr\

' stressed

as/ well as what it offers. | | . . .
- L4

Pub11c1ty releases: and “the other forms of 1nfor-
> -
matlon dlssemenatldn should appeal to those who arée w1111ng

to work hard and study for a while in order to achleve 10ng -
range geals. It should try to help 1nd1v1duals see them- = .
% .
selves/an a hew 11ght i.e.-as capable of learnlng ‘and
o

Indian identity or as developing their earning capacitY'

//hefp their families and the Indian community.

Ind1an values congruent w1th work should be '

sych as the roIe of work in ma1nta1n1ng independ-

ence- and d1gn1ty ) ,‘ '
)
Programs that stress On the Job Tra1n1ng or Work

/

Experrence programs should emphaslze these manpower services

what tké program has to ‘offer.

. program is best able to help so that they can perforn

‘some screening of referrals widt-mesh. (\.
v S Lt .

'~

‘

'benef1t from them. '

In contactlng other agenc1es "Indian CJmmunlty

Organlzatlons and othef referral sources, the k1nd of

»

1nd1V1dua1 being sought should be stressed as much as .

‘-_-;
=, . -~

o
fand appEal SpECL{lCﬁlly to those individuals best able to

,

s

Wlthln the center 1t§5&f a11 personnel should be°

informed about the klnds of 1ngiyrﬂuals the ,manpower
o e r‘ - - 1 g

[}




help the appllcant fill it out if help is desired. A -~ =« '

. descrEB Ng*all of the centers serv1ces/§z5'what 15‘
\;‘ M . n N .

:‘bepestablisﬁed. This should be located at or near the v

eIndlan themes. v : e v

_ » N , . S . e

- . . . -y
13

202 INTAKE PROCEDURES. L U

I1f- the CETA program is part of a multi- servlce

center, it is suggested.that a eentral intake procedure ' . P

’

§

point of physical entry, to the center where it is-visible ‘ R

to all those who come in the door. ‘ oo . . s

Ideally, tﬁe 1ntake procedure should begin-with oo K
a%ntacf with a friendly 5ﬁd outgoing:3eceptionist.m%ﬂt /
weloomes the pézson to thes center‘and whro proV1des the
1nd{v1dual with a generalized appl1Q§tlon form (i. e. . »

'su1ted for all applicants for any or all services
. ‘ kS

offered by the center) and expresses a w1111ngness to ¢ -

r

comfortable chair and writing table should be 'part of the
reception areas furnishings and Yhe decor should stress

e Yy

1f poss1ble, a small writing room off of the °~ -

—-——

*reception,area.should be "furnished with a microfiche @

-

.
- 2
« ¢ . .

viewer'and a cartridge-type Super-8&mm £film projector
\ >

_ﬁ*—,- -

and/or a "closed system" f11m str1p/sound pAOJector. . ,
The m1crof1che viewer should be used to help
appllcants (or any otﬁer v1sltor to the center) scan ‘

the current jobs available. thrdugh the employment service.

L3

The f11m or-film strip .prp ector should be on' 4 coht- g
1n;nupus loop Arrangement i\d should display a.program A

[
‘
«? N

-

nac1

RN T




-eXpected 1f appllcants who avall themsélves of these serV1ces.

-

%)
"A bulletln board kept up to ~dat

q

¢

e{ wath ea51iy &

-

' /read job, lqstlng (none older: than ‘one week) should be avall-
* able in a dlstlnctly -marked part of the:- board--mot mlxed

.~ in w1th other announcements, although a place should be

L4 ’

allowed for these as well o o ;

Poster sized v1sual materlal should show the
h . \ .
center s serylces and depict the steps an appllcant will

- . A
~

go through from appllcat1on to accept‘nce 1nto a progrmn ~

ey

.+ or service (and beyghd,-&f it is the_CETA program)
After fllllng out the appllcatlon form (wh1ch R

) ’ » / ~
among ‘other thlngs, includes data needed to determmne L

R

'n' e11g1b111ty ta GETA) and be1ng allowed $ome t1me to’

r'es

LS

explore the.mater1aléxdn the wditing room “to. fam111ar12e. .

to

o

hlmself w1th the" Program the app11Cant is 1ntfoduced

‘the Intake Counselor. N

A P . N
* »
> .

The Intake Counselor should be an rnd1v1dual :

\

trained in interviewing techniques, thoroughly,famil1ar_ )

-

-

w1th communlty services offered both by the center: and
A, L}

by other agenc1es, knowledgeable about the constralngs

at

and capab111t1es of the varlous'center programs (1nc1ud-

ing CBTA), authorlzed to make determ1nat1ons of ‘'eligibility
. 'y .

/ and/or referraIs.

I

v ' If, during the intak /1nterv1ew the a llcant
g ake- , PP

for

is found ineligible E?Ar referral will be made’ to

4

*
——’

. , - ‘ . ' nact'y
‘ ) .- " - 108 .( . ‘ Co ‘; -
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»

appropr1ate programs either in the center or to another

of

agency ' - ' .~' B . .

[y

If the appllcant is ellglble fop CETA and is

\

"'n\s

1nterested in’ enterlng the program, tﬁe Intake Counselor »

- 4 .l‘ L=

Wlll make. the determ1nat1on as to whether the appl1cant

3

is job ready or needs, one of the manpower serv1ces

- ]
-~ 4

RES

‘offered by the program S ' e

Ve

- T 1If the appl1cant is JoB\ready, two appd&ntments

are set up. The flrst will be ﬁhrﬁgxaﬁnrgtlon and

the second will be w1th the Job Developer., (Should
L}

1nter1m or emergency a851stance be needed, appropr1ate

referrals for these .services w1ll also be made. )

TP”“ If the appllcant dis not job- ready, two appo1ntqents
will also be set up. The first will also be for or1en- '

tation. The second will be with a 'Manpower Tralnlng"u

-

counselor. (The same interim referrals as hentioned
.- - 7

/. - . < - o :
above, will be made in case of meed.)

>

.2.02.t  ORIENTATION R

: i ]
This portion of the model is predicated aon

several suppositionsf"Firstf’it is assuméd that all

*
.

appllcants 'to.a CETA Program éwhether they are eligible
or not, whether they wlll actually be selected for-a !!P.

tra1n1ng program oT not, whether they are Job ready or -

\

nOt, etc ) can beneflt by knowledge of the’ CETA Program

itself, . If for no.other reason, it helps stimulate *

#
Y

corréct, wordioﬁkmouth’information and feeds into the

vt .
. ‘.

”

1Q5
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outreac].program. o L ) .o ‘ d
. . 3‘ Second based on ovewhelmlng ev1dence, CETA : e

app11cants almost unlformlly require an understanding .of

-

employer saxpectations insefar as dréss and groomlng\and

finsofaﬁ'ae promptness and dependability on the jo¥ are o u.ﬁ
1 concérned. ) ( ‘ _ .; . S
. . Thlrd CETA app11cants alfo almost uniformily ' .

need a551stance in fearnlng hOW'tO keep personal records

-

and to use personal 1nformatlon approprlately in f1111ng .

X

. | dut app11catlon forms. Pract1ce,1n filling out forms ) .

¢

. -

is also needed ot .o . « ’ -

Fourth "CETA app11cants appear to need help ﬂ?
!’
) 1earning how to, prepare for and ‘how to conduct themi
- L ) ‘ 3 .
-4, M”«' selves on Job 1nterV1ews. Infurmatlon gnd pract1ce { . .

\

pertinent to 1earn1ng a11 of these factors important. to

(4

: being a.successful CETA traipée and a successful employee
should be paft of the orientation program. .

’ ! Because the costs in time and money are prohlblr 9

‘e

' tive if this 1nformatlon and thede sk111§ were taaght . v

by. counselors on, a one-to-one ba51s, some more effect;ye

-

and econom1ca1 way/of doing or1entatron must be sought

4
~

'Because conducting orientation class does not allow =~ -

4 -
»

for deallng W1th 1nd1vldual\d1fferences in backgroung

o and.learnlng Speed and because.conduct1ng’good classes

P s

using modern teaching tecﬁnfaoes ié¢ &, highly specialized'

- A

~

> skill not readily found in the Indian Community,'and
. t . ' : bt \/’,

-

ERIC— —tt—— — nacty —




Py

because schedulipng of"classes interposes.a delay bétween
- . .

the time of. aeyllcatlon\a?d the time of receiving orienta-
tation whlch-dlscourages many app11cants, -It is syggest- )
ed that.pre-programmed, selﬁrlnstructlonald filmes drienta-

- )

tion programs be~developed . . © .

—

These pr%rms could ‘be prev1ewed on arb 1nd1v1dua1—\t

‘and ad-1ib, .basis.’ Appllcants can ‘view them as often as

they 1iké, give themselves as many repet@tiens as they neea,
N . . * )

¥
and be'given,p;actice,exereises until they feel confident
4w - C . .o *
in*having mastered those skllls required.for job seeking

(job-trainirg) and for job Yetention. -

The Super 8mm filp format is*again recommended
/ .

for these prggrams. This type equipment is recommengded

’

ment and the use of cartrldged film that is/protecteﬂ

agalnst«damage from careless use., ' The s1mp}1c1ty of .

1Ty, .
¥

f ; .
operation is also a plds. Super - 8mm fjiln equipment can

-~

'be operated by anyone who knows- how to use a radlo or TV- =~

set. (It is recognlhed that appropriate film mater1a1 is

not yet available that is suited for use with Indianradults-

but thls’/sza quel and creation of such films would make

it possible to fully 1mp11ment the model present hgre)

' v

ALao, paTenthetlcally,(such films could prov1de useful in-
structlon for Indlan youth and could be used benefically

in-the schools or at:organlzatlonal meetlngs as well.
3 -

o - ‘ ? \
. v .

R 105 R

' a
- - \

because of the 1nexpen31veness iig;dlness of the equip- -

P

111 n“'ac‘i/--/ )
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j / 1t i also'suggested'tﬁéf‘; wariety of.film: ', ‘ //4 .
,’sgrlp material be collected to. portrax the world of work . - B .
/t\\; honegtly and graphlcally Many In@eans have llttle idea . - - _
¥ of the klnds of job Amerlcan Stry gene tes.' They do A '

. not Fnow what is requlredﬁlq'the'waﬂ of'background and - * )
’ trefhing to enter ceftaip klﬁds of wolk nor what kinds Bf' o ' L
wages they can realisficelly.exped; it will pay. Other ' s

useful film materials that could. be made dvailable for
) ¢ . . K ’ - - S
. ad-1ib viewing as well. These could not only make wast-
ing more interesting and rewar&in@,'but could also help - . Le

Indians learn urban 11VIng skills such as:

o U51ng the tools of city: 11v1ng

- \‘ J(al1 the .way fropm flush toilets to subways) f
. Budgeting fundsd * <« . >

e
¢

itionél meals,.etc.: o,
.. .

. Prepafing low-céét

e How to stuay for better’school learning

. ¢ f ~ - - s S -

The availability of earphpnes would make jit possible - "'.

-for several,people to beqllstenlng to the same or different
. ]

p}ograms simultaneously ﬁithout/diéturbing)other on-going

“activities at the center.. And .the general avallablllty of SN

a reasonably comprehen51ve film llbrary on such toplcs

could strive tc'make the CETA Center avfocal p01nt f the

-

entire Indfan community. S R i o f*

T
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In this way, everyone éntering the Center can benefit .
Through the use of film and program self- 1nstruct10na1
materlals, the whple or1entat10n program cah be made slmple

P

enough for the receptlonlst or: another. 51m11ar1y tralned

person to run it. If a card is made out fér each fﬂim
un1t to d%e as a monitor for Wh(ﬂult 'is checked- out and {\'
* ’ ) D
." returned, control of inventory can be ‘Kept 51mp1e and ad- - ¥
e . " » . ¢

curate. .

- 1 . N

/ The Intake Counselor should specify the orientation ' s

jmaterigﬂs‘necessary for the candidate to view and those ) -

that ar%‘ﬁesirable A slmple check-1list of ava11able

materials w111 make selection of training mater1als slmple
This same checklist can be utilized to keep a record | ot #i;
of the fralnlng prescrIbed and a record of- the v1ew1ngs .
’ The app11cants copy of this checkllst should .be kept
" in his folder and be ava11ab1e to the Manpower Tra1n1ng .

.Counselor and to,the Job Developer.’

2.02.2 - ASSESSMENT AND SELE’HON PROCEDURES
/ .
Both the Manpower Training Counselor and the Job

- -—

b - . - - :; .
Developer should be familiar with testln&ltechnlques and
interﬁ&ew'methods of assessment. If not themselves - | , ]

skilled in actual test administration, they should be

t

able to’participate in case conferences, to understand

the voéational implications of assessment results. They j‘
. . - . .

shou{d also, after interviewing‘the client, be able to .
;7kerm1ne what kilds of formal tests would be
R .

LY

N\ » b

-

\
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[

" ~“helpful,

LS

if any, and to refer the client fot appropriate

\ ' ‘ N . - '
testing. <o , N CC
! If the size of the CETA Program warrants it a N .

test techn1c1an sk111ed En establlshlng rapport with Indlan

-

. cllents should be on staff

/

If not,

testing should be

<

. . '
f

made  available e1ther-on a conéulting basis (preferably

-especially'if.tﬁo consultant can also attend case con-
' - : ‘

ferences) or by .referral to\gge employment service.’

It

‘ L]
. may in some instances be p0551Q1e to arrange w1th Employ-

ment Services to.\utpost an individual at the CETA Cemter

who can serve as either Job Developer, Tester or both.’ ‘ .

A 4

3

s

If the'client is job-ready, the™Job Developer

~

1%-

\rz_

or would 'be better off in some other kind of tra1n1ng —
. program, such as receiving a BIA or Trﬂml Scholarshlp .
to obtalnra pre-professional college education. ‘ s -l

shoule;p:oceed to locate a suitable job for him.~
SNf the tlient is not job ready, it is the task
of the Manpower Tralnlng Counselor to-determine‘whether

the cllent belongs in Qne of the CETA Training Programs

If the client is better-off in.some non-CETA

'~ Program help should be,

" -Q ’.

*

sary appllcatlon form

, etc. '

»

fven to obtain and. £ill out neces-

K +. +w If the c11ent 1s suited for a CETA slot, the
/Counselor working w1 the client determines which.slot _
‘ is most appropr1ate rk for the;clients long-term welfare . -
-and for the fulfl}lment of t;e ‘objectives of this particular
CETA Program, ‘ , ) a - ;\/,.l .
o 10p Lo o
9 SR § T _. , naclty___ J

/
:
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o=

B - LR - 1 '. 3 ) “.
; . . . ] . - ) . ¢ s .‘\‘
The Manpower Training Cqunselor is given a maximim
. . ot '\ . . ' -
number of cases toecarry. In smaller programs, the Coun-
v

selor will not, only assIst the cIient in selecting a

'training slot, but will visit the ctient at 1east twice R

»

a month durlgg the’ tfalnlng Bermod w111 be in contact

3

with his teachérs and supervxsors, evaluate the tralnlpg

¢

lnst)tutlon'on an on- gorng b351s‘yand help the c11ent

-

&
- or rnstltutlon with any proolems that ‘may ar1se'dur1ng

the- training perlod . L,

If ne1ther ‘the’ tralnlng 1nst1tut10n nor the On\The .

L

Job Tra1n1ng employer can place the cllen at 1ea§t iwo - .

weeks ‘before the c11ent completes a[tralnlng program, a'r-

-

rangements will be *made for the c11ent to meet with the.

Job Deve}oper andﬁefforts will be made to flhd%permanent )
. .o, . : - . - -

- %

placement in unsubsidized employmeht o ) W

4
»

2.03.3 INITIAL COUNSELING AND E“PLOKABILITY PLAVNINC .

h -

Employability plannlng is an 1n1t1a1 part of the b

¢ .

counsellng of a CETA c11ent Because 1t'p1ays a central

pd/t 1n the early counseling effort, it is 51ng1ed out

.

for special attention in this medel &

\1

_ Employablllty plannlng 1s a process that 3551sts \

the partlclpant and program operator develoﬁ and follow .
- v e

.,
“ a spec1f1c action plan that ?he c11ent must successfully
\ .

complete 1ncuder'u3 obtain fu11 t1me, unsubsldlzed '

employment. | . s e - ' \




-

N

ip‘ﬁ’Thls idividgalized, part1c1pant orlented protess

usually 1nc1udes several staff ‘members who would be

actlyely involved in imple entlng the plan ;;.
z'epecialist,‘and most im- -

‘ ‘ . .
portantly, -the case mgnager who, is responsible for

the couné%lor, placemen

ovetéeeing“that the plan %s‘prqperly developed énd’
jmplemented. ‘ ' ' ' 4

~The staff team has a shared_gohl:’ guiding the,

y

participant to“sﬁccessful employabibity within the time

specified in the agreement. - - ‘g
Thetplan includes three (3) major phases which
. Q ‘
should be incoerporated in one (1). form See Figure 2 & 2-A ..

203.1 CLIENT- ASSESSMENT R o S

"4
»

-~ -To determine whether or not the applicant ean . '~

bgneflt from the available program act1v1tfes.. Thls phése\

”

gathers 1nformataon about the part1c1pant evaluates b

potbntlal for.Successful completzon and deté%mlnes train-

/
ing and supportive service needs) - -

P |
"

a. Participant Information-

13

1. Past education - years of fg;mal educatlon,
perlods of structured’ vocat10na1 training,
6351c‘or.remedlal education needs. When

1 L]
tests are used, program*operator must en-

sure that they are administered. and re:ijWed

by experienced, trained persdnne}. "Th

- (]

. . ) : [
MO!IG' '
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» v N . . \ - . ‘

1. SUPPORTIVE SEFIVIC‘S PLANN:D

1

|2 SUPPORTIVE SERVICES PROVIDED

- Name ot Su
Service Reaquired

:‘OHNO - .

Fles..o-u.:-c Suff

o Memoer 1na Title

, Gate Servce \

] Agency Peeviging

ot ] Sx-]
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1. EMPLOYMENT & TRAINING SERVICES PLANNED

2. EMPLOYMENT & TRAINING SERVICES PROVIDED

g

— - N
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- ‘ ' rd g .
~ Z Y , . s »
~ | | a :
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e . . the tests 1lack cultural, ethnic, and sex
) : ) bias and are‘utlllzed to-assrsf in develop-, C -
ey . -, - . .
: (:;\ ' X 1ng a trainifg plan.- T '
» \ - , . N «

« .y 3. ~Ba1"r1ers to Employment 7 B i

s . Q
’ : . contractor must convince the/applicant that . \>
P :

f‘ ‘ 2. Em;ipymenf History - -
% « e fihy is he/she bﬂ&ffloyea? (Firedl/iesigned, I
Co layed off?) . . * ™

!E , w: o o How long has he/she stayed at oneigob.

. Does he/she,have a skill?
.‘. o . ° Wheie;has he/she worKed?
f ° Where h;s he/she looke: for employment?

o Is he/she collectlng_unempldyment’ T

e What type of employmegt would he/she 11ke -
' to have’ ‘

‘ Y . ‘ .

‘e How many job Interviews-has he/she had

~ —

.since he/she became }u(employed? P : L

e Does he/she have transportat10n° - RS

o Is he/she familiar with the area?

" @ Does he/she need child care serviges?

-

'@ Has he/she evqr been arrested? Why?

)‘ e Does he/she normally get along with

' 'superV1sor§’ "
| . | { Is there a history of drug addiction?
Alcoholism? .Meéieal Problems? N [
# . ‘ .

= ‘(‘ - ! ‘ . ! ' !

N ~




.

’ - . . .
" .e Are there any personal problemsy Marital?
Medical?

- L4 . ]
¢

»4. -Participant's poidt of View
N}

e What type of training -is he/she seeking?

e How much.money does he/she want to earn?

® Does he/she 1ike to work for somebody

‘ v
else? - :
N

What are his/her- immediate needs?

What are his/herAlong range gdgls?

 What is_his/her attitudé towards advancgzi
ment and employment? *
A - A3

Determination-of Potential for Success -

Once a}lVpafticiﬁant~infarmatiag\Pas been
collected, staff -must determihe whether or not
to accept the applicant.inté the program. Final
deberminat!bﬂ should be bzsed on open discussion
ampng t épParticiﬁhtihg staff'ﬁgmbens. Points,
" that should be considered in Teaching §he}
decisiqp\are: ‘
o Is the apincang's educational level
'kqﬁéxe for the training componen;é
6rtuni§iés)?
educational aﬁd }raiﬂinglneeds be met
in the prggram?

e Can barriars torempioymeny be eliminated?
N \ . : .

BN

»
.

Y AN '
ﬂﬁCl%(_f___J

-
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“document that should 1dent1fy the#actlons to bé\taken to v

the area, wages pald 1n his/her general area of ey

‘ - . ¢

e Can supportive services be met?

0

e Is additional information needed? i.e., .

. - ) L
medical reports, past employer input.\

If a decision is reached to reject the 5 ) -

’ B ‘
. .~—=applicant, then .an effort should-be made tb '

“
'l’

.. refer the clienf to amother program. The

y applicant should be told»why;ne/she is not

- +
. -

"accepted.

"If, in contrast the aetermlnatlon is favor- X-

1 Y

.able, the c11ent is 1nformed, oriented and

< d1rected_to_the second phase, the Employ-
< . ’ g ¢ B .
) ’ability Development Plan. \ , P 1
* ' J '\ ‘e

2Q3.2- DEVELOPMEVT OF EMPLOYABILITY PLAN \

The Employablllty Development Plan is a\ydrklng

reaen employment for the particgpant. At thls t:me staff

i . ¥

fnteresty the time 11m1t 1nvolved.1n the program'

skllis in the area.

LA
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tings held with the participant:

) and dealt with at. this time to enable the paftlclpant to

;of,what he/she wants to_do. 'In order to accomplish thrs;'
.the‘team'nust oonsider in ‘depth: ﬁi g "»
. e  Have his/her immediate'needs been atl riated?
. ) e " What are hls/her strengths dhterests, aptitndes?
° What hls/her past work exper1ence has been9 |
) ° .What ’ )

he/she can be tra1ned for w1th1n the time

¢onstraints?

e What the environmental  barziers-to his/her

employment are? . «

e How they can be remedied?’ "

¢

e What his/her supportive seryices needs are? .

Then the team should develop alternatives,of short

-

and long range goals and discuss Wthh one(s) would’ be.l

best, based on the 1nformatlon gathered durlﬁé the meet-

“

Lt is ;mportant that -

immediate needs and barriers to employment are identified

¥

LB ,'

, concentrate on training.

¢ After the goals have befn 1dent1f1ed then the

o

speC1f1c act1V1t1és to achleve those goals must be ou&llned
e .« What tra1n1ng and job development components‘W111
Re/she participate in? f . o
. -, .
e What supportlve'serV1ces will he/she receive?
@ What outside resources w;il assist in reaching:, .

the goals? --}night'school, part-time .work,

etc,




e Any outside financial 4ssistance?
» 2 ' » . ' v
Along with outl#ifg each activity, the pqrsnaﬂ*
v - ‘Y

_respon51b1e and time nequlred to accompllsh it must be : .

v

spec1f1ed The part1c1pant should‘have a. clear understand-

- 4

"ing of: P . ' qr(1

° E%efybodyls responsibility inclﬁding his/hers ;é ) &,~»~
'accomplish each activity. ' - l
B ° Wﬂ%t hisyher séiedule is’,
lo‘ Wh? to contact in\casp,of'a’proﬁlém-or concern i
e Schedule for.pgrigdic revieys‘of‘his/her pXan i
o ° ;The‘ﬁhrpose of, the reviews | r ) ' .

‘ Impleméntation and FSllow-Up of the'Embloyabiliby o -
Plap buring phase three (3),.the Suﬁervisor or perégn "
respon51ble for overseelng the 1mp1ementat10n ©of the plan .
should 1nform staff that wyll 1nteract with the partici- h
pant i~e., vocational 1nstructors, basic eé teachers, of
the plan and the part1c1pant s goals. 's:aff and ﬁartlci- .' ‘ v

, 14 - L oy

“pant should be askéd to inform superV151on 1mmed1ate1y .

~ : N L
if they forsee any potentidil. problems. \<ﬁe \N . .
-~ Durlng gpls pﬂ!se of the program docu ntatlon 'L\\ ;

lbgﬁomes very 1nportant ¢ Documentaflon ;hou1d ‘be kept'

on the following: ' ; o \sf o
. ’ . - S ‘- ' : _?‘-:. R ! I
. ® Problems arising ' R _ -t \
. Y .‘ T ) ? .. .
e Pfogress of the client . B Yo
- ] ” . v.‘/ . \\ . . ..“’ .,
® Results of testing C g e !
= . ‘ 'G' ) ‘ 4
’ ¢ ' - et T ’ ‘_.," v e ®
. . L . » . . . " 3
» e N3 - , .., . " . “’, \
-“ . .t 1?! - ‘ A
. v . 7.
,-‘J - L WP, WY - - naCI _
; 123 L .- i -
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e - . /
, .
£ ' , ]
- / . .
o Weekly or monthly‘evaidations‘;K/‘. o o i‘ B
‘ o Ad modifrcetions to the plan e *
o What serrftes are being previded ;f [
_ @ -Records- of his/ﬁer/attendqnte, anctdaldty ‘
- ® How he/she ig”éetting along with hrs/her :
suberviser and peers = : .
e Records of his/her perfqrmance, productivity -
Staff -should be open to and prepared td make altera-
tions to the plan if participant shows discontent with
, training. There may be a need to change empioyment goals ~
whlch probably will ifdclude re- evaluatlng tra1n1ng needs o
It is 1mpor¥hnt that the team. meets at least once a month i
.1in order to insure the smooth advancement of the part1c1padt -

Ii&elterétlons to the Employablllty Development Plan are

needed, the documentatlon shoukg,be recorded on a separate

_ sheet. S ‘ "

During the Exit Review of the Employability Develep-
- . . . *

ment Plan, the team ts.to‘encourage the" partic¢ipant

-

to contlnue devotlng serl\- effort towand.acﬁieving n ’
long range go?ls These may be enter1ng college, trade
schd923 gettlng a 11cense, etc.’ By thls time the»par’!il--
pant, after‘having experienced~sma11 sugtesses and having
achieved the;short'range goéi,xsh?uld‘feel cenfddent t3/
pﬁrsueilong range goals. If for exemple hé¢/she wants to” -* -

ettend‘Jrf College at night, pséistance should be provided ,

r, w T oW ' ‘ °¥




. \ ) »
to determine when to enroll' what classes* he/she would

7
like to take, what program would fit his7her schedule of

/ 7 #

work= etc. At this meetlng, thé/part1c1pant should’ be .
.assﬂTed that staff will maintain contact with him/her or

that he/she is free to céh%act staff (spec1fy the person'
) by’name and provide phone number) if he/she needs: assistarce.
T~ Follow-u efforts should/continueuntil,the partici:

pant feels that the barriers to employment have been -

eliminated or alleviated considerably and he/she feels.

comfortable with the joh. The sponsor should require a

: follow-up following placement, at 30,.60 and 90 days.

’Forlow’ug\s;ould be recorded on a Client Follow -Up
Records for Notes on these contacts should be kept 1n

the participant's file.

P
¥ , % . ¢
- 2,04 EVALUATION OF THE QUTREACH/RECRUTDENTIROGUM S //Zf

It cannot be overempha31zed that the improvement of.

4

a program or any of its components requires that it be

rev1ewed freQuent}y and obJectlvely to determine if it is

éneeting its spec1f1ed goals. "If not, then the degree of

“
td

* déyiation must be determined and the reasons why the plan
. -
is not be1ng met should. be analyzed. and dec1slons should

-

. be reaehed as to how the plan should be mbd1£1ed or how

LI

deterrents to its achlevement can be oVercome

- ¥n’ this model, ‘the' applrtatlon forn sﬁould der1ve

~ ', . t
informpation as to the spurce of a cllents. referral to,

4

-




3]
A

all the other information derived from his intake, coun-

the CETA program, 'And tne,clients records’should contain

.
* Ko . -

-

' seling, training and subsequent follow-up. . "

R ) - . o - . ‘
- \On a quarterly-basis, this client data should be

summayized and pooled. In addition to the qudrterly

report required by the Department of‘Labor, the CETA

:program should require a quarterly staff review of the

(924

-
o 3K “w LY

program.

The agenda for ‘the reviewlshOuld include a re-cap
.- -
of the specific.goals for the quarter, ‘according to plan,

< . ) st

Discrepancies in reaching the targebs should be discussed“

4 -

A qualltatlve summary should be prepared that enumerates

the problems encountered ‘and solutions suggegted-
~ v

Modifications to tnf plan if any should be codified, and

should be made specific in 4 written statemegt(of‘the new .

goals to be achieved in the nekt quarter.

Each individual's role:in hglping to ahcieve the

goals should be specified .

- Goal statements should 1nclude, but not be~11m1ted
B A

o{fﬁ&mber of aip%;cants .to be served

e Number of cIients to be 1nterV1ewed

¢ Number of placementsgto be made -

v

!

e Numbér oftslte v151ts/to ‘be made § reported

o~ Number of follow- up calls or visits to be

conducted " N

-~

e. Etc. ' ‘, | 'y’
N ) ) "

Y

-

0.




N

. mance,evaluations. . ‘i = .

. contact should also be recorded so that labor costs per

-
: »
%

When specific segments of the overall goal are

assigned to individual staff members, these quarterly

reports can also Serve.as.one element of:-employee perfor-

.
hd ¢
I

\j

Over the longer term,- probably on a yearly basxs, /j\"

certa1n correlatlons should be made - quantltatlvely

(i.e., statlstlcally) to determlne ‘
- ) .
. & Which referralsources br;ng in the most successful
participants B . .
2 The probability of successful completrons of

d1fferent training.prbgrams and different train-
- - %

-~ 3

ing locations Co. N

-

At
)

In order to be able to obtaln these correlatlons

1t will, be necessary to record the referral source for

’
o «

each app11cant and it will be necessary to establlsh

L

£

some- sort of" rating of the 1eve1 of success of. each '

.l‘

traihee. 1so have

Type o tra1n1ng and:its lodcation w11

]

to be tabulatedaand grouped before these correlations can

be computed. y

L]

The, time spent with a client at each staff-cliept

*
.

client can be computed. By tabulating this_data, along .
with ppblicity and overhead costs and’correlating costs
. ( . - .

with successful vs. non-successful clients,.some estimate
o T ' R ) - ' . r -
of the outreach/recruitment program's. cost-effectiveness

can'be made.

l ' - ‘ . . 1 21 ‘ !l h J

AN

|
|
T
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© 2.05 SUMMARY:LOF THE OUTREACH AND RECURITMENT MODEL \ |

3 .o w .

Ai,‘ Outreach - . N a

P

) =

) - @ attempt to reach those in need of and ‘interested

» - -

in obtaining tralnlng by emphaslzln% CETA goals

.

in all outreach efforts ’ -

‘ -

- e develop ad@ert&slng methods to "sell” tralnfng
. - ) S

T . ' and work to the Indian oommunlty in ways com:
pat1ble w1th culture and value orientation—
P ‘ .0 1h multi-seryice, center-use central 1ntake proce-

-

"dure (as in Phoenix) with trained 1ntake counselors
>

prepared to determine ellglblllty, potentlal

. value of CETA/cllent to each’ other, make reﬁszrals

to CETA or elsewhere

.ot —e~ continue to reach out into community through use
~ . o ‘ - . , K ¥
. ~'of Indian-based communication channls and through .

non-Indian‘media_ and press - use prepared packét
. .

. e of PR\laeas h : ' - A
. . « - __— ‘ . ) )

.t . » ¢ B. Or1entat10n ] : /

: o ' "o have avallable a "ga cT?well -prepared  ° N

_— a ¥

. presentation. on.

, e what CETA has to offer to participants
A ‘ . '

A e what CETA exﬁégts from participants”

r

‘,‘ S . (inclﬁding attitudes, behavicrewand will-
, oo .
: o ingness to keep the.,program informed of

ols ' " work-related progress darihg post-traiaing
b ;7 and ‘after pfacemenfp)\""- ;

Ao o L * ' o .« .

P ;"\ o R P . /

— — - i T7R n ‘ nact ¢y - . J

v
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) l\
.
>

e develop self-ihstructional programs to cover,

topics such as:

(3

r )

~

¢ the role of dress and groominé in &
' getting‘andyholding a job 6; succeeding - .
) ) in & trafining program and how to do it
’ e ' the neeé }or punctuality and dependability ' ‘e )
o, howvtbfconduct one's .self during\gn ;ﬁterview
. e how to.keep personal records ahd:how to use
) them in filling out appliégt%éns for jobs ar
o schopls ' , e . “ SR
C.  .Recruitmen /Selection . ”“ '
o recruif in terhs of a plan” ~ = T ]
o ponduét,clienﬁ’assessmeﬂts‘ Co
® to determine Whicﬁ applicants can best .
A . benefit f;émfwhat'the program can offer MJ'P
‘ o using ES,.privéte qonsulténts; 6r trained | )
o ‘lip:house personnel o -
| ® use prepared ﬁatgigals to int;oduce clients - 4

to real. clfoices-'in the world eof work (to

[ . -

hélp in cl.bnt;self-iglection) - as inASeat&L¢_ i
b * -

., o 1if an applicanf is’selected .i: ' .
o couhééi ) . o B - ’
e prepare an emplpyabilit} pla? ‘ - RN
. o explain to client why he was selected

i

naci ,/__ _

]



<

TV w R
- . . ’ .
; - R ¢
- ‘\ . > . A ' .
\ o if an applicant is*hpq selected
x:' ‘e counsel N
- Nk e explain why o St
: A [ ; ) J .
o refer for job placement in interim , e
o employment if placed on waiting list ' . B E
. e  assist to apply to other tralnlng opportundkles
; !;e other approprlate referrals - v
7’ 5> ]
. D. Evaluate Outreach/Recruitment Program toidetermine
| ‘ : . T .
degree of success in reaching goals spelled out in plan.
f ‘ 'l f. R : o \
2l , e qualitdtive evaluatian b o -
i . ; TA S
b . e . how close to’'plan? .- = . (}j
/ - A
B - ® what discrepancies?
o ' o .why? \ T
: . - , | ‘ ‘ :
e _what probléﬁg encountered? = _ . . . .
i ¢ how might they be solved? - . _
1 “ )
] ° should plans be modified jn light of outcomes?
o if eo, how? . . )
- LS . o which referral sources bring in most , 4
« . ) .. y 4 v ) ,
successful participants? \ — -
e what is probability of successful \ S0 '
. AN . v .
- ot _ completioneof different training programs?
A ’ o v P
- tXpes of training institution's? .
- o WhagMs optimum duration of a training program?
® t !
.O -~ _ i - . k 4
. //
' By
1 oo e o YRR
o ‘ ' . ty
ERIC— . : nac |
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Evaluation Outreach/Recruitment ‘Program {*Cont)

i

-

® quantitative eyaluation

o

4 o .
what are cdsts of outreaﬁh'and récruitment of
Q : )

.

swccessful participants?

of non-successful?,
- -

of non-selected?

’

-

ERI

Aruitoxt provided by Eic:
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%?flOO TRAINING MANPOWER AND SUPPORTIVE SERVICES

. .

MODEL -~ o «

The émploymcnt and training servicés provideg through
a model Indian manpower program should be designed to
comprehensibqu meet the:employment needs of unemployed,
underemployed and economically disadvantaged or low

. T . . s )
income Indians. The program mix of available activities,

classroom training (CT), on-tﬂe-ij traiﬁing (0JT),
work experience (WE), public.serviceiemplbymént (PSE) -
should result from: o

1. an objective detailed analysis of the demand

and supﬁiy of labor in the labor market'érea

2. an assessment of the operational capability of

T

the prime sponsor and the potential subcontractors

. privéte'for profit business).

i

Regardless of-the degree to which program activities are
operated internally or pwovided through subcontract, prime

sponsor staff must deveIop a.written_statément of work

each majo

o

of each ac 1v1ty s operatlonal framework

tual basis for the/ﬁevelopment'and operatlon of a model
: Indian employmént and tf?fhing center. It should be noted
L 3N

‘that length of part1C1pat10n parameters should be establlshed

(

-
-

126

]
[3)

no

. 1
h ) X

(eg._public=schoéls, community based organizations,

»

program activity to ensure a sound understandlng

¢ statements of work which follow form. the. cd%cep- ‘ T

s

“

4

¢

P

€
for L
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for
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1 » . !

in)&he work stateméﬁts of all training‘activities to insure v o

14
a minimum level of training and reasonable cost per pl%ce-
. , . . .

meﬂt. It is sdggested;thét all participants receive not
less than two (2) months of tra1n1ng and serv1ces Alt

cllents in classroom tra1n1ng and on-the-job training should

— /

receive not more than twelve“TiZ) months of tralnlng and

services unless there are extraordlnary local labor market —\
’condltlons which requlre longer periods of part1c1patlon. '
— . - .

All participants in full-term work experience'activfty
should receiVe not more than six (6) months of services.
Public Service employment should not have a Specitic
limitation,.howeyer, every effort should-be,made to transi;
tioh oarticipants to unsubsidized jobsras local labor market
conditions permlt

3.01 - CLASSROOM TRAINING (CT)

”.- ,This program act1V1ty includes any training. that is

£
conducted in an_xnstltutlonal sett1ng ‘and that is designed

. . .
I3 -

to provide indfviduals with occupational skills and
education_which will enable them to secore and retain
meaningful emplbyﬁegtz Whe;ever possible, this activity'
should be;in‘free or low cost public schools, adult_schools,
'Vocational-tech schools, community colleges skllls centers,
'proprletary schools, or community based organizations. -
Occopational skill;training should be designed only

for occupations’ in which 'skill shortages exist or for which

-

. " ) { v

y L 127

— — 133 -
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fprovide one another with needed peer support.

-employmeptfrelated. However, where GED;“ABE, or ESL are.

Aprovided without specific job training, consideration

L. . : .
there is a reasonable expectation of employment with

adequate growth potential. - Educatlon 1nc1udes general "y
- : -~
educational development, adult ba ic education and English

13

-

as a Second Language. All education and training. should-be

should be gi;q 0 eliminatiﬁg stipends. : 7’

If administered through subcontract,  operations
should only by authorized to-providé education and skill

training within specified areas and time 11m1ts . - -

. . . ’/

To assist the subcontracéors, the prime sponsot may.

want to allocate space for tutorial assistance at the CETA

L ]

v
Center where trainees can come together to study, talk, and.

o

€lassroom training operators should be required to:

- ' . ¥

-® Procure Bureau of Schools Approval recommendation

A J

for the training funded.

° Provide‘teaching staff who have experience and/or

~

certification in the approprlate classroom
(Y%achlng activities. .
e Administer Hiagnostic plaeement'tests.
o'/éﬁbmit a curriculum for each course in writing, i%‘ X
. including learning objectives and daily time
§ihedu1e, for approval of the prime sponsor. :

e Submit a plan for each partﬂ%ipant service activity.

-, e NACH /—/

L F




to enable individuals to learn a.skill and quallfy for a

. partlcular occupatlon through demonstration and practice:.

‘All oJT contracts should be ‘submitted for prior approfa} !

'to the Indign Prime Sponsor; OJT participants should not,

/ ¥, g
/

. ’ . . _
, e * Provide learning activities needed to achieve the
¥

. goal of each client's employability p1an,‘includ-~

ing”individualizedoattention for students who
experience proplems in mastering the material.
° Maintain récords on client performance, progress, © o]
) and attendance, and prep;re a pritten morithly "
l/evaluation ot:glient'performance an3 proéreii l '
toward hlstq; her employment goal to be discussed

with the client.

-, Provide for the health and safety'of~§taff and .
/s o . ’
clients irf all facilities. )
o -

¢ Provide facilities which are adequate to facilitate
achievement of learning objectives.

e Provide the pfime sponsor required follow-dp reports

-

-

for.a three maith‘period.
3,02 ON-THE-JOB TRAINING (OJT) .

The purpose of On-the-Job Training (OJT) is to provide ~ .

training condu&ted in a work environment which is designed

0JT may ,be conducted with e1ther prlvate or pub11c employers
o;¥ positions should be developed with the 1nterests

and goals specified in participant employability plans.;




‘- T C - .

o S

at the time of application, possess the skills covered:*

in the training outline of the~6JT3contract.. Each’ <

participant should rgceive a copy bf the applicable train-
3 - i ”

ing ,outline and job description prlor to the start of
training and should be advised of the contracted starting

and ending wage.” Evewy effort should be made to plaée

two (Zj'or more participants at an.OJT site to provide

—

peer support at work. In each case, the trainingimust be

«

conducted on a "hire first, train later'" basis. ”Partici;
pants are considered to be regular employees of‘the'OJT
employer as soon as they start work and should receive theg

cBayments

same rlghts and bgnefits as all other employees.

to profit- mak1 loyers are l1m1ted to relmbursement -
| ig onp

for the costs'of recrultlng, tra1n1ng, and supportlve

o
services which are over and above those normally prov1ded

. w ’
by wemployer ,

D1recg~subs1d1bat1on of wages for clients’

“

-A-(

is not an allowable cost’for pr;vate, proflt maklng

~

employers.

profit employers, but is not re*xired. -~

s

Wage sub51d1¢at1on is perm1551ble with-non-

-
-

0JT.

The operator (whether prime sponsor ,or subcontractor)
is reésponsible fog;Ealntainingrappropriate recordshon the
performance, progress, and attendance for each client in
Additionally, all OJT operators Just ensure thatA

employers fulfill the follo;ing conditions’ prior to placiﬁg

a client in.an OJT position:

. . Y

L d
»

V130 : :
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e

. . p051tlon, union agreement must be obtalned . -
. S if !-a'OJT posltlon(s) is covered by a ..

~collective bargalnnng agreement, )
. ' ' ,ng).spedification'of the wage thé fiieﬁt will
; 5‘ ) ' recelve, . ’ ’ . o a

S (c) an outllne of'fhe tra1n1ng to be provided to .
) . - . f
. the c11ent'and ‘the specnflo‘skllls ro be . :

¥ N - a ' . i

. obtained; R ‘
- (d) a commltment ngsggglgﬁe a wrltteg monfhly

;. \ progress evaluatlon of each part1c1pant whlch
Jdo o shbuld be discussed- w1uﬂ’and slgned by the ;

. . . . s -
~ . e ‘part1c1pant . . ‘
\ ST (eéfassuranCe that OJT. c11ents will re;!lue.mhe
’ . Lo
' fringé benefits and promotlonal ‘.,

-

rtunltles that aré available to regular

-

. ) , employees, and "% e A ’

(f) a gommltment by the employer to h1re the’ cl;ent"

[ RY
.« . prior to tra1n1ng and to retain the c11ent L
. ’ . Pd —— -
.t ¢ . ) after successful‘completlon of the tra1n1ng o
\ . . . LI — . ,, *‘-
. SR period." - _ _ . !
. R \» . ) _‘\ . ’ . ey .
e Develgpéskills in each OJT ‘position .that have
! -~ v i ’ oo ~ .‘ . - : ‘k‘ 5
L ©° . transferability, {.e., the client must gain a

@ . - .
-~ °

. RN 7 B which %ill make him or her‘employable.witﬁ

s . - Y d - . .-
. . * .
. - . By
] \ . . ° . X Py
. . . :

' - * - Y
¥ ° . r
‘ . . . . A 1:31 .
S v . T K T v . ’
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. .
,
- & ’ ‘ L
A ¢
- ! a4 . L N
L]

. - - {
another employer if necessary..

Ensure that no. regular employees are dlsplaced
Pay at 1east $2.50/hour or preva111ng rate of pay
for persons employed in 31m11ar occupatlons by

\

" “the same employér whichever is h1gher.‘ Whenever

possible‘ a wage increase should be built into
L Y
o ‘ . - 4

- ‘the contract. . * S
’ TS ;: ~ T -
3 . % v v
.Y ° Meet hea&tﬁ*and safety standards 3 .

] Agree to refer ill cllents term1nated from sub-

4 ! . ” — »

"sidized employment back to the Contractor .and to' B 2

-

N T proV1de a'written explanatlon of the Teasons for
. A : a8 '
' ,,term1nat}on and a statement of the condltlons

@ , ff" under which he/‘ would consider re- employlng -t '

. v R N o . .
L .the cl ent. : ) g
i ) ) » J' . -, . - ‘ a “ ." ]
° ) o ”PrOV1de the prime sponsor w1th requ1red follow- < .
. . ) be
- up reports for three (3) month perlod O o ;‘
,ag 03 WORK EXPERIENCE (WE) . . - ’

. ' LT
’ Work experlence 1s a short term work asslgnment with. -

@ k. 4
. a publlc or a #/vate non p:oflt emplcﬂer, It .1sfe51gned d
al ‘o to enhance ‘the employablllty of ellglble 1nd1v1dua1§“by
- - :
o prov1d1ng them w1th experledte on\a JOb an opportunlty tolg,

develop skills’ and gpod work hab/1ts, Qnd ﬁn opportunlty tQ «

develop spec1f1c occupatlonal ioalf throqgh exposure to
i - ’
varIous dbccupational areas. Work expenience -should be, .
. s - . . -

N - 'f limited to a leﬁéth of 26 weeks. %It inc des the following: _
b . . ) " ‘ . a \ * . .
o J. 1132. o o

. (N ]
EE e ‘ : s ,nac1%_;“_)

. ~ . _ -
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lShort-term’emplofﬁent £o¥ clients who need to
1

.adjust to a work setting.

Short term employment for c11ents who - have no

- .

deflnnz occupatlonal goals and fgr who'not

traln;nggor job, opportun1ty is 1mmed1ate1y

available. - ' ‘

“e

7 - . » ¢
Short-term employment-while a definite occupational

goal and ‘a training:or job opportunity is.being

.
- »

developed. I - o ,
. Eligjible individuals are those who .have either never
}

’worked or who have not been Jorking®fn the competitive

.

‘labor)market for an.atended perlod of tlme, i.e%, new or,

recent en rahts .into tﬁ. labarforce, and re-entrants into
\
8
the'labor force. Program outcomes for .work experlehce
A Rl N
clients inélqde retutn to school, enroliment in post-
." " E 4 - -
" secondary ei:i;;}On,ﬁenlistment in the military services,
1; ’ ‘
énrollment.' anpower training components, and §ob place-
N ' P . ’ -
ments, in the proportions specified in the prime sponsor's
. X

.

« " ’ S

Jgsiﬁormance'standards. . ‘ .

[ It is suggested that work experience clients spend a,
. R * ,7 s - . . . - R .

. minimuh of 80 percent of their time in an actual work

'situation: (Up to 20, percent of their time'may be .spent in
educationalgor other supplementary*act1v1t1es )~ The Work

4Exper1ence Operator must perform the follow1ng act1V1t1es.




@

+ 'desiTable that the skills developed by the client

. _ - .
'skill or work activity.is to be performed.

. . R
—_/’ A ° . > Ut

Develop a work site«for each.client in a public . "<

or private non-profit agency.in which @ definite~

(It is

:

during work experience will have transferability

+ in meeting the requirements of empléyers -

.

Preference should be given to, ) placement in nard
funéed non- prof1t organlzatlons )

Develqp a written agreememt w1th each mork 51te‘
agency which includes the fOllQWth!“ '

(a) ‘a detalled Job descrlpglon ‘of, the work

¥
4 A

experlence position; v \< .

(b) an agreement to prov1de adequate superV1slon <
1
_. to the client and tp evaluate the clfbnt s
- 'F't(

-

’performance monthlypln wr1t1ng,

(c) an agreement to prwhide ‘the cllent with

superv1slon, fac1lit1es and space at’no charge
» = ..
to the Cont;actor'

(d) assurance ﬂhat tht client'will be paid an
hourly wage’ ar leaststhe hlghest of $2.50/hour
r
or the” prevalring wage for slmllar employment

e

and skills; ®* Lo

-
L}

(e) an-agreementy to referdpac cldent who is
. - .

terminated By-the‘worksite agency back to the

. Contractor and fo’progide a written statement —

*4

2 A

-

¢ —

-
#3)
D

[
('~ 3
D

* 3 . [} N ' -
- | naci /___/




.‘L- .

of the reasons for tethination and.thé
condltlons under wh1ch the agency would

- ' consider acceptlng ‘the cllent)\hck

. » Ensure that the work experience client does not
di;plate ahy regular employee. . .

e Ensure that the work experlence cllent has adequdte

_- ' superv151on and that a written monthly evaluatlon

Xl

of each cljent's work is prepafed by thé super-
" visor and dlscussed wi¢h the client. N
e Ensure that employment conditions meet health

and-safety standards.

*

Ensure that the work experience client will receive

the same fringe benefits available to regular

»
R

employees of the Contractor

.-

.®. Maintain apprOprlate records on performance,

prbgress and attghdanpe'of each cliegt in work

~'experiehce. ’?5 -t
o Pro?ide orieatation to‘all supervisors of work’
o ex;;tiénce clients-qohcerning the objectives dt
' this,activit%‘and the procedures to be followed. .
’ e - Submit all.work experience égreements fofhprior

~approval to. the prlme sponsor. I

3 04 SUPPORTIVE SERVICES .
. _ . ~
~ Supportlve services should be” pﬁo;gded to help parti-

/2

s c1pants overcome personal or environmental handlcaps which

-

o8




»
- )

affect their abfflty to part1c1pate in the program and
'Y e

11m1t their employabllxty They arean integral part of

any comprehen51ve1y administered employment and training‘

program, -

S , ‘

The need for supportive services should be determined

on a case by‘case basis as part of the ongoing process of

»
assessment and employab111§¥,p1ann1ng

.are provided only when they are necessary to enable a client

to part1c1pate in the program or to obta1n employment.

1

Whenever possible, the Indian prime sponsor should

dbtain supportive services without cost to their contract
. - L] .

A -

through coordination with and(refesral to appropriate

community'agenciess Reference bookl&ts listing such link-

.

age opportunitieé exist in most metropolitan areas. CETA

funded supporlive services usually include child care,
physical examinations, emergency medjical care, optical and
dentarfcare and transportation. In providing- transporta-

tion assistance as a supportive service, Contractors should:

Supportive services -’

.+ @ €hoose the most ecdnomically feasible method of
. - - “~N
transpprtatiOn, within the time constraints
‘. involved.. i * ]
e Provide assistance only with transportation needed
. * to reach ‘the training or employment site or the
, " , .
: location where Services are provided,
- \ - ’ -
‘ «Tt ‘
. ’ ' I\‘ LAl Lo * *
‘. . . 1.}0- . é%
\ R A nacty __ __ __J
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- o - . -

e Place as mqgh reéponsibility as possible on the

1

: participant to help the client assume responsi- ~

bility for getting to training or work on time.

In providing’ health care and medical suppoftive
’ v ~ —_—

.,

services, Cont;actors'should: - )
¢ Determine if assistance is available without -
cost to the program:ffom local health services . 4

. . __J

“agencfEs.y

. . . - ’
e Refer clients in need of assistance for major

.

=

medical problems related to employment to

Vocational Rehabilitation.

e Use CETA funds to ﬁay~on1y for those services which
" are essential to obtain employment to participate
in the program, including emergency medical care,

, - optical care, and pre-gmégoyment physical exams.

In providing assistangb with child care as a suppor-
tive service;~Contractors should:.

* -o ‘Develop linkages with existing childlcare providers

(including day care centers and familf day care

homes) . o . ‘ - .
K

.

. > L4
¢ Counsel parents on the .need to develop stable —.

" arrangements with care-takers in order to be able
“ f B ’ i -7 /
to complete the program and obtain and retain o
‘ . - L ’ ' . e
~ employment. ' . ‘ L.




‘activities as counseling, GED, ABE, ESL or institutional

- 4 .
B .
AN -
- ¥ ’
cl v -
L \ ~

(%

e Help parents explore.aItern%?ive“types of child

[P [

" care. ° ) - . o . \

e Provide direct finmancial assistance if .no other
source of -aid is available.

3.05 PUBLIC SERVICE EMPLOYMENT (PSE),

The Puhlic SerV1ce Employment (PSE) program 1s

-designed to proV1de unemployed individuals with tran51t10nal

{
employment in JObS proV1d1ng naeded public services.” This

porgram should not be confused with the work exper1ence (WE)
component wh1ch 1s structured to-deliver shortterm (not. ‘
more than six* (6) month) work exposdre and ’ra1n1ng to new
or recent entrants to the labor market - usually the most
severely d1sadvantagpd in terms of work exposure and train-
ing. ’ ) -

‘ Although PSE is.a job creation program-to a}sist the

general unemployed population, an Indian prime sponsor may-
‘ ‘ \ = - .

-

emphasize creation of entry level'positions. «Provision of _ =

.related,training and manpower services may enhance success-

ful tramsition to unsubsidized employment’ Supportive

tralnlng should be directed toward prOV1d1ng part1c1pants

: w1th skills and knowledges which will ensure their upward

’mob1l}ty and career advancement. It may include such
: .

(v : ,
training such as specialized traiming courses,@seminars

and workshops.,

+

. Eignty-five (85) percent of the funds in

S I - ' ___ naci ﬁa_;____q




" these prdgrams'are for direct employee salaries and fringe

v -~

beneflts, with a max1mum of fifteen (15) percent reserved

.for ddministrative and support1v¢/i alnlng PSE employees
J

SUMMARY OF THE TRAINING,

POWER AND SUPPORTIVE ~
P .

SE

\

This model is based on CETA's imtent to help people

beeome self-supporting ?n perTanenté good-paying jobs.

N It isjalso predicated on tﬁe‘judgment that qQnly- 2

(CT and OJT) of the four CETA program categories are ‘
g;nuine tra;ﬁing pregrams - and should, therefore, bd ; }
stres;ed'in planningz » | N ‘
| In this model: K ‘ T : - .‘
‘o'.CT is -primary : ‘
-~ ® up to 2 yrs. CT should be allowed (as in |

- Buffalo) past the GED or high school diploma
' 3 QED, ABE;’ESL should not be éounied in,t; 4\\ .

4

'slots - a separatg category with its own
. slots should be established for them |
° onlf CT shou1d°warrant stipends
° GED, ABE, ESL should warrant minimum supﬁort

.services and assistance in- obta1n1ng interim

employment for self-support (as in Portland)

- nac /__,

. L )
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e

. »CT must be job-preparatory in field where s

E 3
- e
L J

skill shortages exist in area

applicant must show aptitude.for job and for

’

Rrég;ratory CT prior to selection of assignment

'CT, wherever possible, should be in free or

- . =
low-cost public schools, high schools, voc-
7 - * .

‘tech schools, community colleges, skills "

0JT

centers, etc. . . - e

7;athef’than'use proprig;ary schools to ease

préblems related to the placing of instrfiction:

e pwvide assistante to schools to devellop

4

individualized, self-paced methods
) pro%ide space and §£sislance for study at .

CETA center where trainées can come to-
- . ’t
gether to -study, talk, provide each other

"~ with peer support. *
! N -

is both primary‘agg secondary

=

i.e.; it may be used as a firs% placement.
for individuals with prior tfaininé - or
as training subsequent to CT provided by
CETA - | -
éssignm;nt to OJT should be supporied-

by evidence of ;ppiicgpt's aptitude

eQery effort should Be made to place 2

or more clients at an 0JT site to provide

i

‘ 4 v "

140
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e WE is,secondafy

' whethePKéETA-supported or not

peer support at.work .
should relate to prior training,

may be used as follow-on to CETA-
supported CT - H
preference should be given to: - g

e ' placement in hard-funded’
not-for-profit organizatidns

<

placement whe}e siiéable ski}ls
can’be perfected and general job-
readiness can -be enhanced

® placement where ability to work

» and livé in non-Indian world will

: e

in and open about learning Indian ways

7 be developed
e placement where people are intereste

and\ condributions; where diversity is

3

\; value
e should not be used as an inexpensive alternmative
‘td'hiring staff or using PSE slots

A Y

PSE. is related mainly -to unemployment
k]

® . placement should be in area of wot&igistory

or prior training
A

__ nacl /__J




if career change is” contemplated,

aptitude for:ﬁéw work shqﬁld be

- -

evaluated andynew career4sh$uld be in
. / ‘

a”skill shortage field'

[ 4

-
— ' B

e - placement should give preference to
hara-funded'not-for-profit or government
.”//;agenéies to maximize probability of

obtagining pérmanent work at prevailing wage

-

“rates - ) :
Counseling - - .

e should be available throughout the

+
‘training period '

-

e minimuln once per week contact with

- -

\ trainee and instructor or éupervisor -

on school or work site |

fdfmal record of site Visit should

o evaluate progress/performance

jo describe problems, iffany,'ana
suggested solutions or actioné‘
obtain tréinee's evaluation of
quality of instruction er trainingl--
and of his/her learning
be counter-signed by trainee,
instructor or supervisor, as well

‘as counselor L~ .

’
.~

" 14
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'ERIC

Aruitoxt provided by Eic:

.

.

. ~¢

Counseling records sBould
1 ] - -

.e be tallied for use in planning f

uture - ‘
‘training programs® | . ‘ ' :

be used as basis for ‘compiling counselors’

” g . )
.
)

activity reports

.

be inclgdéd in data used\By supervisor to i
perform job performance evaluations -

e be filed in client's folder ' - F

P

o




+.50 . .JOB DEVELOPMENT AND PLAGEMENT MODEL - - L
1 ’ .

.
. . “
’ . . ~ - ’, . .

~ Job development is the process of locating.and
"l

obtalnlng”employment and ensuring job retengkon foriall

o

program part1c1pants either through dlrect‘ng placement °

(prlor to 1ntake) or after completlon~of the job training . ’

- . -

phase of the program. )

-

The model -Indian job development cofiponent should —

combine'three (3) basic approaches to achieve desired A2
employment objectives: ' ’ - y 7
- 1. job matchin e o K
p d 1ng . .

2. 1nst1tut10naI’change through aff1rmat1Ve

g
-

attlon and i L

) 3. individualized job development.

'J L 4

Each of these techniques is more successful wﬁen the jol~-

development component: emghaslges the dellvery of persona-‘

lized services to mee;(apglig}nt or part1C1pant goals and

objeotives For the’client enrolled in tra1n1ng, the job.
et /

development staffs' active 1nvolVement in "the Employ-

- »

ability planning process is essentlal, it ensures realistic

preparatlon/and placement og each program participant ‘_
according to ab111t1es, 1nterestS and employment goaIs

* The first Approaéh, JOb matchlng, 1nvolves deter- ,
m1n1ng an employer's needs and screenlng appllcant f11es . ;‘f

to locate\an 1nd1V1dual(s) who meets the empleyer's

quallflcatlons. The,h;£1c strategy is_go relate to the' -
R RN
. ' vy -
. 144
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-

neeagls of the employer, thé task of the Job developer is to |
’ e ¢
Sollc1t 1obs ThlS approach has a pub11c relatlons benef1t

v
’ﬂ} as 1t,pr‘ov’1de the program a degree of cred1b111ty with

‘ ‘“'empl’oye"rs. " o ce 'this .is_a latlvely simple process, tHe. f
‘%“,‘ prt’gram is. abl%.,to 1dent1£1arge n)umber of- jobs wzrthﬁ
~ ‘a m1n1mum n of staf\‘f lnvolvement . "
." _" " ,The second approach 1n.ﬂtutlonal change througﬁ.
~ =)

affirmative -action,. ffocuses on persgsdlng an employer to
@ modlsy\s,electlon processes or ex1st1ng job structtzres in
. arder to. here Indlans who have been éxcluded from or ‘undera—‘
‘represent-e?ln the employer s work force; In s:ne c;ses

K - this mvolves a sophistlcated ana1y51s and restructurlng
. [

ﬁf - ‘of Job tasks and positions; “in*most it includés 1dent1fy-

N wng an obvioms"® "&iscrlmthlceSuch ‘a¥ the use -

ogan unvalldat,ed teést: that has - "had’ adverse 1mpact on .

.b‘ I3 3 - -

. Natlve\ Amer*lcans. The essentlal Strategy is designed 4o

‘¢ 'g ~
help *the employer recognlzithe-beneflts of 1n1t1at1ng

é%an e 1n the: recruitment -and exammlng, processes, programs
~,_‘ sh6u1d use federal guidelines on aff1rmatrve dctlon to make

thelr case. Employers 15 violation of T1t1eAJII C1V1l :

. - )
) .nghts leglslatlon may‘be 1dent1f1e throughxil\ew of '

b}
.

3
contTact compllazlco forts Qr afflrmatlye actio reports

K X :
" _-of the EEOC/or ,EEPC ) . . -

e L

N\
<.
_ "
)
¢
Y
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The f1nal approach IhiPVlduhllzed JOb d@Velopmenii
involvea seek;ng a pos1tfon for a part1cular part jpant
. in the; program. The basic strategy is to "se’ll" the
"1nd§v1du!l to the employer _through- develop1ng a jeb thth

2

?

,,’\/ max1m1zes the ut1l1zat1on of the 1nd1v1dual s sk1lls and
St y ~

LY

potentlal Th1s technique centers on 1mplement1ng the

A

’ 3 ,
taae(,employabllity development plan *The program [ retent1on
o

I performance ;s enhanced- as 1nd1vrduals tend to remain Lon

‘jobs’-that are~des1gned to meet individual interests .and

Vabilities. ~ - o ..o« x

’ R '
The'se* approaches ar% often comb1ned by’ the Job

\ N . Al L4

Developer in plac1ng disadvantaged part1c1panﬂ5 E

(3
A

&

the case of the empﬂoyer who wants to h1re a mach1n1st

’
4

Theg proéram job developer knows a company that needs to’
;e more Indians. He adv1ses the employer he will, try te -

fand a Native Amer1can mach1n1st but that this will be

.-
‘.;¥\Q}ff1cult ecause.few have been trained in this freld. He

oo Suggests,that the- employer take steps to avert this problem ..

/*ln the future by hiring a CETA,participant to work as a

product1on mach1ne operator with the m<§h1n15t with trainm

or promot1on to the

/ .

p051t1on of mach1n1st and the employer w1ll be closer to

ing, . this 1ﬂdlv&dual wfll _soon qualify

meeting his affirmative actfon goals”.’

k]
\

et Wy R = w -

An example.of this combined’ approach can be* seen 11" o
® A J

<

.r’
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:&- In implementlng the combined approaches on_job

¢fdevelopment{ thé model Indlgn manpower center should -

3 follow two (2)‘major proces%esg
. l.{ Plannlng aﬁd Qrgan121ng

2. Implementlon ",

4,01

Ph@NNING § ORGANIZING
\\Sﬁcgessful job;development requires,;areful planning.
\lhis'planning'should'include statistical'analysis of the

laber market to 1dex;trfy general. trends as illows econom1c

cqndltlons and 1ndustr1al development 1nformatlon, demo-
y ) graph1c stat1st1cs, labor force data dlstrlbut1on of’ looal

: employment by 1ndustry and occupatlon, labor supply/demand

by'occupatlon, prevalllng wages,

%yallahle supportlve

. serV1ces and dlocal transportatlon fac111t1es

Specific

Vs ohoa s

data Should 1nclude cunrent logal }ob‘openlngé 'employer

e recru1tment proflles (from EEOC oT FEPC), 1dentif1cat£in_

of(émployers aff1rmat1vely r@cru1t1ng Native Amerlcans,
. iiggpoun1on vis-a-vis Indlans, 1dent1£1cat10n of ° Joccupa- '
thlons requ1r§ng 11censes, certlflcates, perm1ts and -
credentlals and formal vocatlonal tra1n1ng and/?pprenti

N
ship requlrements

~ ,‘

After analyzlng the labor market, 1t is essentlal that

»

a careful rev1ew of contraciual goals: 1s .made. in order to.
? /

successfully plan job development act1v t1es The folloW1né
xrs

< . -

'outl1nes a few items’ that should belgeviewed and understoqd

N
\ '
.

L

'
’
.
'
; '
)
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by all job developers: statements of work wﬂTEh 1dent1fy

.quantitative and qualitative goals, 51gn1f1cant segment

plan which helps 1nd}cate ]Ob development approaches,

prograc budg?ts:which 1nd1cate component staffing, an
-

Oi;/and\Work Experience guidelines. - - -
. - AN

4702 IMPLEMENTATION OF.JOB DEVELOPMENT ACTIVITIES -

w . v : .
The protess!of job development implementdtion should .

involve the follow1ng spec1f1c steps:,.

4.02.1 PREPARATION PRIOR TO EMPLOYER CONTACT ‘

L 4
a. Prepare a schedule of visits which will. reduce

transportation time. . . S
~b. ReV1ew prepared presentation Items to
- 1nclude-at~a minimam,
e Program History and beveL’pment ‘
o‘,Role'of'Indian ESnter in employment and
. training programs- -
-® Program's Capabilities
;o'.Benefits to tﬁeﬁimployer and the Participant
e Affirmative Action Benefié?: S -
' c.l Review Information on ﬁmployer,-incipding;‘
° :Hifing Potentiali o .
y @ 'Impottanoe of thattemployenfwithin the

industry

_Methods of Recruitment




-

= :
. .
,é' Prior involvement. with the Program “irmclud- :
) ’ ing other péﬁme sﬁonsors in the a{eat" ‘;
. 4 ° :Eﬁtryﬁlg;a;'reqUirement! ok x i '
e History of-Hiring Practlces \ -
" 4.02.2, TYPES OF CONTACTS— S e
. . ,;a,f‘Promot;on and Telephone QOntact N
o yThis is a npnpersogalized contact method. Ti
! -, Tt is suitable foé; oL . v ' '
° KQeveloﬁing the ;ob metchfng techhidues
‘ , J' ° ‘C%neactiqg 1erge numbe%;of emp%qyefs to”’
. , _ verify Hiring.plans oo
vl " 'Supplepentieé eqp{yyer'visits
5 ° Yerifying'61223ﬁent status ‘ '
. . b. Mass Mailings o !
g This is ihe least'exPensive method for pro~
motional contaets;' It is suitable for:
- , o Mass 1ndustry coverage promotlng employ-
-; ment for ava*lqble job ready participants —
. ."or tHose nearlng the end of training -,
”‘ < ) ’f‘ ‘ o informlng selected employers or unions of. . "'
, » .. Lo the pfogram's‘séEV1cee. ‘;'; ) a‘ﬁ" Sy l;ﬂ
- ' ° Inv1t1ng a number of. employens to’ tour the
., gﬂac111t1es or arranglng‘tours of emp{yyer 5 )
. - ’ firms for par§1c1gants ‘ : .




b

.\.

-

Employer Visits | '

- x This is the most appropriate method for:

o

.3 ‘ T e EstabliQPing and maintginrng wérging
.7- " ) . relationéhrps with .employer's . |
P . Explaining~hov program serrices‘één be’
L . beneficial\ o 'the employer ' |
\ o 7; Developing training oppértuﬁities‘ﬁithin
- ) the company ar discussing the possgbili{&
of an QJT contrac“: -, ‘
4.02.3” EMPLOYER INTERVIEWS f.o

The initial contact is the point where reléﬁaht "

fatts.ana pertinent information is exchanged.

-

The employer

w111 .have confidence in the Job Developer” when approached

»
v

in a professional and knowledgeable manner. Thgs;should,

. . ~—~ . Lt . ’
get acqualnted" session which includes: ) .

3

= be a

’

'

- é Introduction to %he program, 1dent1fy1ng the .— -

. * history of the program and its role as a CETA

’ Manpower deliverer.. - : A 4 *

. . s 2 - :
¢ Discussion of areas peéertinent to the eﬂpioyer'a

- ) ‘ industry and problem areas and explanation of
-t e r ‘ ' '. M -"
how utilization of the program services can be

~ - -

beneficial.. . . - ! . .

e Discussion of previous success stories of the

¥

‘program | : . ; EET

_dy

[

hia}




- . i s
o ) L. »
. o .f ( » \
T ' ' ‘ v
° Assurance tq ‘the employer that the employment
T B services proV1ded by the program are on a no- fee — g
] ’ ‘basis’ o ’ . -
) 'Disqussion of tBe importance pf‘the one—to-one )
-relationshlp taward plaoement gnd appliicant - ’
R . 'screenlng‘ - A ‘, . ' ‘
() Arrangements for another appointment with-the,
. . : employer and other 1nvolved members of h1s staff
i ' to’ go 1nto more depth on developing a mutually
P f. benefrtla}’assoc1at10n . * . ’ . / .
4.03 DEVELOPMBNT OF A WRITTE&}OPERATIONAL PLAN . - f
P A strateglc plan of 1mplementat10n shoiﬂd be. nequlred
‘ by the contract. It should cower: /
" . e Staff assignments | )
. °- Work<actiflties and sqhedule ' o h :
° Coordinatlen with other componenfs ’
e Minimum perfbrmange requirement% ' ?
° -Reportiné and- recording procedures >
e Job development actiyity priorities
o Internal monitoring procedures F ‘ -
‘4.04 CQQBDI@ATION'WITH OTHER ooMPONENTs |
 To implement an effectlve Job Placement effort, LR
coord1natlon with other program éomponents is cr1t1cal T
The follow1ng are areas where close cunmun1cat1on and 4 s
.-parti¢ipation are‘ required: . ‘ . i .
. : R .
L .
. 151 _ , -
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Administration - .

(a) Assist in the development of plans and
monitoriﬁé of components
Assist in the devélopmenx of'ﬁolicies and
procedures which allow joﬂﬁdevelopmépt'to
'h;Ve,input into all program compoﬁen%é

(c) Cbordinape’attendancé af various bﬁ;iness,’

governme;t, labor and community coffferences

Intaké Component

-

(a) Assist in the dewvelopment of salection
criteria Y 2 )
(b) Establish procédﬁres for job development

inpur in fifal selec¢tion of participants

e Counseling and T;aining Components

.

(a) Establish procedures to evaluate and review

LS
oy

participant progress -

W

¢b) Ihsuré that participant'ﬁ desires and . ~

abilitieé'coinsida with their employalyjlity

plan '
1 " -

Assist in establishing employability levels

Establish case conference procedures and case- . .
‘ - :

load planninf ‘schedules to allowlfob developers

at least three weeks lead time prijor to the end -
of training,.




- experience for participants.)

(e) Assist-in development of .pertinent curri-

culum and employer requirements for use in
. . . s TN
employability services orientation . : '

L4

DEVELOPMENT OF TRAINING OPPORTUNITIES ’ :

-a. Work Experience Programs

The process to -identify potential public and
. ) RIS . >
community-based agencies is essentially the
same as for private-for-profit employers.
~ ' . . =

The fbllpwihg outlines majdr points to con- -

=

sider when establishing criteria for selecting:

\agenéies and work sites:

Agency — ‘ & . .
: _ , ° :
e What is the potential of retaining the

participant following training?

e Why is the agency interésfed in having CETA-

participants (e.g., to provide community >
A

sercice or to supplant their operating

costs?) > , \ o

.

e How/ many other agencies provide the same
‘ T
or similar service? (This is important

- in assessing transferability of skills and

e ‘What is the capability of the administration -

LY

-

and training staff?

) -' | 3
naci‘/_‘_'_;




b.

4

4 .

T ’
'Wbrksite . - -
' o Does the worksite prov1de fox relevant
work experience or skills that are
transferrable to full-tllmq employment?
o Whatd do the job duties involyg and are
' they relevant to the part1c1pant [
'Employablllty Plan? . ¢ -
.  What is the 'training capability of the .
. supervisor? :
o What are the working conditiong?v .

.0JT Programs

The"process for déveloping OJT contacts can

be
of

d1v1ded into two (2) phases 1) Evaluation,

0JT Potential and 2) Contract development

-

Evaluation of OJT Potential

o What‘type of OJT training prog?ém
would be ;ost effective fS;,the employet?

® Are there enbgghAjob ready ‘applicants"
to\fill his needs?

o AAse there other training programs .
available which ¢an provide the employer(
with ttaiheé;peéplg?\ ,

o Does the employer haye an internal

(ff so, inform tht

training program?

employer of the program's availability

" 154
160 .
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>

\

.>\\E§ a pre-screening and recruitment

\

.source.i . « ‘ . .

.® What is the quality of the training

. L 4
. program?
e \_

e Would an OJT contract be-economitally

- feasible and how would the Indian Prime

" Spensor rate the type of training proposed?
¢ What is the job potential? The advance-

ment potential? The working conditiohs?'

The retqgtion potential? ) o ’
e What is #he job mobility potential?
What marketable fkilis Wwill be learned?
e What will the wages and ¥fringe benefits

be over a period of time (12 months or

~ ‘ . '
more?) : -
- . b -

e ‘What are the hiring trends fon the

+
t

iﬂdustry?

e How reasonable are proposed extraordinary T

J

R -
i costs?

- . »
B

2. Contract Development
— . . ,
e Explain contracted obligations of the

-

employer

e Explain OJT contract and’guldéllnes in

détal]. . ] - 8 .

~ _ nact / S |
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e Explain the "hiré first;'train 1ater>///
Efinciple"'in 0JT | .
Point out ‘the benefits of the CETA <\\

trainiﬁg program, suqﬁ as lowén . .

recruitment and—training cost, me;ting

(at least 'in pa;t).iffirmative Action v

Goals, promoting the welfare of tﬂé he

community, and enhanciné tﬁe image of . .

the employer in the communit&

¢ Explain and discuss polic¢ies and pro- ‘

cedures for amending or extending OJT

- - ‘contracts - : . ¢
o Determine pay rates and raises for -
N participants ‘. R

'y

’

Discuss$ the fiﬁﬁpgiai reimbursenent and -

“U'f-'

supportive services to be provided by

the program to the employer under the Co-

contract

4.06 SUMMARY OF. JOB DEVEDOPMENT 'AND PLACEMENT MODEL

e Job Development .

I

° no less'than 3 weeks p}ior to-completion of

‘raining, counsé&lor -should: . -
‘ * > -
N 1)

e_- meet with trainee”to review intake--

" assessment data - . B .




- = v e

‘e get appointment for job interview

co ’ N . * )
e re-assess client intérests and job .
- »

- * ¢

preferences

e review client's capabilities, strong .-

Ppoints and weak areas from counseling

~
N -

records - .

e with élient, select 1st and 2nd choiceé -

job preference - -

o X
Begin Job Development Process

-

(follow Portland model)-

e clreck employment Tespurces

’

\

(e.g., employer file, classified ads,’

[

Yellow Pages, diTrectories, employment ]

gy

2
-

service job bank, Government Vendors

and contractors, Advisory Board members.).

e select job and employer
contact top executive, describe client’ -

competencies and interest in job

’

A
e familiarize client with employer - .
(use files, contact reports, brochures)

e send client tq pre-arranged interview
. - - T § et
with introduction card ¢

M -
- ’

Some caveats: . - A

)

® no El%ent should be s&nt to a job unless .

iw‘ﬁ‘;itﬂisnknOWn»that he/she

»

can perform- -

\
-
Hs

/
il
U

s

R

'-ﬁaci /___J
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<

e prior job orders, who was sent, degrek of 7 -~ -

@ brochures ahd other descriptive information on
. *’ . . 4 .

‘e data filed by *ob categdries x-indexed to em-

/ ployer name . oo B o

4 -~ -

competently or the client's limitations "~:i -
B N ) . y
, have been clgarly told .to the employer
»

- -false claims sgould.aever be made about

a.person's 3ob capabllltleah

\

° DeVelop WE or OJT placements for clients not Y .
» . -

. job-ready at completion of CT (e.g: night”out
of welding school.) N . -

Construct and maintain an employer file confaining:

L)

"success" of prior placement (in terms of _, ~
i ﬁ i
. 4
emploxee and employer satisfaction, pay in-.

‘creases, promotion, ett.)

a

.employer (e.g. locafion, working conditions,

" special requitements) ‘ . . -
. i ¢ A .

N

e
- = .

e Provide contlnulng placement serV1ces for ST

trainees to promote follow -up contacxs and
. - - . |
®. job changes

provide data on:

"

e upward mobility .
® pay rates ' L — ' o
® job satisfaction .

. . » .
: ® reasons for leaving . ' .

-

v %l




ry

*

- e JUse:tabulated, analyzed, and interpreted finding

, ‘in pIanning process andkfof problgms - solv1ng
: -

e Provide d1rect placement services by negotli;lng

.- s W1th'Employment Serv1ce to outpostca trained -

6'.0

employment counselor at the1.EIA center (as 1n

P4 ~— o o

Seattlp) T ' -

v - . 1 . - s ' : -
SN ) Provide direct placement for'

L

® non- CBTA JOb ready Indians and flaskag

. , ~natlveSr, ’ s o
\ . -+ . ( ' 14' .
T .. e ,CETA cllents or thelr spouses, needlng .

: ) Jobs to suppor emselves dur1ng tra1n1ng
-]

. 3 . *
¢ Other Natlve Almerican students or youth -

e : . , ol ]
needing temporary, part-time jobs.. ¥ A T
é = . . . ". N oy c -
T e . , - : B SO
5.00° FOLLOW - UP MODEL . . . = -~

r

_7': _ SJund program plannlng, pr%gram revision and program

-

. 1mprovement aLl,‘de.pend on- obialnlng *curatg 1nformat10n

L4

¢ - on program outcomes. . . oL

- . - »l . . . 3

, : It rg a well known fact that wten 1nd1V1duals areN

-
trying hard to. accompl S0 eth1ng and are pqttlng a

great dea]f@ a%ort dinto it "they are hkely to ft'el .

that,lt is SQccessfult Indeed a person s est1mate of

a program!s SUCCeSS w1Il vary d1rect1y.w1th the amount ;

.
>

of work he puts 1nto 1t N

-t b

BUt the pSychologlcal conV1ctlon and rea11ty may

¢

.




‘a VT S . ﬁ : " ”
P . Aﬂw lef)-m:f/*""' >

:3 . -‘Q
\ * B 4 . . :
differs 1In order for. sincere, hard-working peopl . 2/
i make realistic estimates of a‘pr%gramfs'suctess, titey ’ .
“ = B , ) . s R
. .. ) must devise ways of getting around their feelings and - /

qget down to hard facts. If they fail to find objeCtave AR ; ' i
¢ ) S~ : |

3 ) \ways of measdrlng outcomes, they are Jlkely to continue
\ . e

'1ndepeqdent1y wlth their way of dolng thlngs even though

v

t does notgreally brlng about the results they are- . *

’. &
t{ying so. hard to ach1eve ‘e o . \ g

!

i T . Follow up echnlques are Ways of getting ijective
_ 2N\

AFE"Q eV1dence about the outcomes of thg'CETA program ' 8

‘ ' To some extent the quarterly ¢eport requ1red by _ .:
‘ - DOL guldes the codlectlon‘ff 1nformatlon about hw close’
the pr03ect 1s ‘to reach1ng Ats targets. A good deal of

o Tk this 1nformatlon relates to members or c11ents, workers, .

~

4 <
o : } the1r q;locatlon to-different elements of . the program,: - ’ i
' &hd the doll#rs spint on gett1ng them thare. Informataop“

g O on adm15510ns, successful and unsuccessful ‘terminations

-~ e < ¢ i

also appears on the qharterly xepth fi Co o -t

‘A program S plan should have clear statements\of L.
— L4 ." Y

& fgoals in each of the abgqve areas S0 that the quarterly

s
.w *

Ty report can be used as the base for detérmenlng’how close oy - o

-~ \ a" ’ . . v
-to or far away from target a prqgram is Operatln "’ N
» 2 LA .
'ThlS informatgon is essent1a1 for the management ‘.
! - -

of the program as a whole . ‘ ) : v
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.
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- s

/ .t . .

-

. Management‘can be mhought of as a gyraoscope,

trylng &o find ways of keeping a program from veerlng

J., too much form its obJectlves, not 1ett1ng it get too

far behnnd ox too far ahgad of itself.
While falling behind goals is easily recofnized as
“failure, it is'often hard to help p ople realize why

exceeding,goals‘may also be harmful. Usually it has.

to do with costs, A program only has a limited amou

-

.of money to work With.')If too-mucﬁ of it is going into

)
> N i3

one aspect there may“not'be enough to take care of:

' ¢

the other aspects of the total program

If alltaspects can be accomp11shed or exceeded

.

, at thé shme cost 1ts' all-to the good, but it should j

be looked ‘at Juét as carefully when geals ame ”topped”

F
"

as When they are ﬁoteachieved so that the full implications.
Y A LN

for the total program can- be gauged. §

“ * » K] v v !

Fo}low-ﬁp can be approached in otﬁer ways' to

-

erve mana emént as a. means pf kee in each element
& g P }

L

w1th1n the program hegded for 1ts OWR goals O
The mJ&n program elemEnts to be £611lowed up are.:

l) Outreach & Recrultment

-2) Iraining programs
LR
Placement programs

4




-5.01 FOLLOW - UP dFTOUTREAGJAND RECRUITMENT i

. . The follow - up proce%s foroOUtreach and recruit-

-, - . * -

ment beg1ns With kqeplng track of referral sources.
'

. .-
;\
4

- | These should be noted on the app11cat1on forn.‘ Thé

¢ -
.

51mpfzgouestlon "How’ dld you heaﬁ\about the program?”‘

- s 11ke1 to e11c1t ‘the answer needed R .
. ,:‘ - L ) . N
< - Tabulate refgrrai sources accordlng to pre—

. .
~ B . * »

,,arranged categorles; some of the categories of referral ..
L4

4 » . )
Y -solrces might be: . - - T

‘ i . ; . ) ) - f ) T \ T

. 8 word-of’mouth / : o A

- .. R <& .
¢ Hd ) - L4 v .‘. . - v
+ -o welfare office . ; ) - .
; S R . . A ., R o R
.~ +, ) e employment sexrvicé, . . e . -
. - N \ .. ) ‘n o .«
, «Ii' e general media (TV,'radlq; press)

-

. o ‘*Indian organizationa; media- (pgsters, bulletin
o board, announcements,'newsletters,‘ett.) )
- ’ Derelon a ratiég'scale to determine the relative
N . success of an app11cant 1n a tra1n1ng program and in a.
-JOb Correlate referral sources to degree of. success. '
in e1ther of the above. ReV1ew these correl&tlons I

boqgmmnt1tat1yely and qualitat%Vely to dscermine the
. sources bringing-in the best (ife. nost suécessful)
) applicants n terms of the program $. goals. |Discuss
“ d’ias121ng outreach to these sourcss wh11e-’.”.'HVl

. N ' »

-keeping costs reasonable.-

, #ways of e

it
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. .
. . ¢ R .

. - U
"' 5.02 FOLLOW - UP OF TRAININGAPROGRAMS - .

In the modelkaTA tra1n1ng,program, before‘a site

is ‘selectedqd . for- tra1n1ng purposes, 1t Wlll be cawefully
v ﬁ\/ . . s [ ! -~
st1gated C o *\:-.,..-' SN . ) ‘,

- If the site 1s arschsoi‘ﬂr tra1n1ng institution 1t
%

iwﬂl be,

valuated- for\lts cost and terms of payment,
£
I the dur§:&on Qi rnstrqgtlon for.a partlcuiat course, &the‘

size of classes, the %ﬁ;ilty of plant and tra1n1ng .

( fac111t1es, the quallty and type of anstructlon, .the

proV1510ns for\}nd1v1dual121ng 1nstruc¢40n, the selectLon . A

procedures used* the placement and other ‘services aff®red,
T At - -~ o
1ts *track record" and its reputation in the f1e1d and .. <

= —

w1th employers in fﬁe a&ea« h?w¢1t~¢qmpares'W1th other : ' -

i trgm-:tﬁg !nst1tut\10n9 in the area offering the samé or ‘ e
. I » . . ,‘4‘
51m1}ar coqrses of instruction. - o . . 4
’ .o
Records of" thls 1n1t1a1 1nvest1gat10n shoul&-be N -
. , h’ / * o+

‘e ¥

kept on file F dated - ‘dnd updated whenev T v1sltlng

.tradnees:who

’impcftant‘tb
¥

reJected far

fac111ty was

are placed in the fa01llty

It 1s eqpally ) f ;.

W s sl -3

kezp 1nftlal 1nvestbgaqions records,dh\s1tes

tra1n1ng,0w1th clear statements
y -
reJected to forestall the1r use by new

of why the ;

-

‘counselors, w1thout £urther 1nvest1gat1on A "Fac;llty

. .File" containing this information, grouped accordinguto-”

- - . . - ) ®

-

7
-
L
3
-

the type of training insﬁitution, should be kept avaflablé"~\\\;\//)

L -'-ndc}/__y

]




" toTall counselors at’the CETA center’ * Wooseleaf note-
books or card f11es dﬁn be kept No institﬁtion should

be selected as a- tra1n1ng site on the ba51s of an 1ﬁ(

'vestlgatlve :eport'thét has" not been updated for a year'

R
. OT more. Re1nvest1gat10n is in erder before tra1n1ng

’ .

contracts are negotlated ~'-} SR -
,\.It is best to de51gn a form to gulde the invest--

1gat1dn and to insure the compleleness of hrs report
» \
At the time the courselor v151ts the tra1nee at

the site,the instructor' shquld also be f’terv1ewed.

Once every three mon \the chief expcutive (principal,

etc.) of the facility shou e seen of talked to on
. . . 5 ¢ v
the telephoﬁe to check on the . eratlons qf adm1n13%ra-

tive, financial, and- other 1nst1tut10na1 11nks between

’

the CETA program’and the training facility.
An 1nterv1ew with the instructor and/or superv1sor

at the WE er OJT site should detﬁrmlne for the coupselor, -
-~ rF 2
whether tthe 1nstructor«§ees the learner s pe?formance

-
as satlsfacégry, 'what, 1f any, problems exist, whether

4 -

.any help is needed from the counsélor to zesolve émotional,

'\ ]

behav1oral of learnlng d1ff1cult1es, what :the 1earner s

’2

[ * oy

strong p01nts are’and the 1nstructors est1mate of the

-

learner's probable success }n the progn@m and eVentual

4

level.of achievement in a future 30b¢ ‘ v

Again,-a form designed for the purpo§e i1l assist

it

164 .
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(needed

- ) ' ) 1) - *
. ' -
' B

the counselqr in obta1n1ng and record1ng all 1nformatlon

A1l interviews® should be dated

the, name of

v recorded.

o

"

the interviewee recorde@,
4 -

-

the 51te s name and address

7

\

-

lhformation should‘alsokbe obtained from the ' . .

N

Any problems he is encounterlng\should be

T dlscussed and a plan for worklng out the problems‘

should be arr1ved at. His degree.of satisfact#®n with'

d ‘egii?gfuctlon (hls est;mate of its strong and weak.

, B poih ) should be determlned Any change in hlS at-

B

C;tudes, ‘goals; performance, and satlsfactlon should be

oted
) L. =
Lo : Before flllng:§z1s 1nformatlon in the cllent s
’ b/

I »

- - gpon termanatlon of .the cllent ‘(é€tHer posztlvely‘or

. negat1¢ely), data analys;s sheets should be checked for
K completenéSez. Data' from the analysis sbeets on each
J ,client shou' '

r/// 'annually (pfior to plannlng for the ne®t grant appllc-

then be correlated and semi-annually or

LA ation) the nalysis should be performed fo‘determlne the

cbrrelatlo tween clleht characterlstlcs, his satls-

-

~fact;Lon (or lack of 1t)(and hls learnlng related problems

_should be correlatéﬂ'W&th the type of tra1n1ng he ve-

~

J
‘Ceived, thelqua&aty of lnstructloc; training methods;

* -

. and whatever other chafacterlstlcs of the tralnlﬂg

:1nst1tut10ns\wh1ch are regarded as s1gn1f1caht

L} L] “w

& e ‘
Q | ' ‘ S ) : 165 ) . " “‘;:‘ - N
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'Full Text Provide c .‘ ] e . ,‘ Ve R . . -’ e

folder it should be é}anscrlbea onto data analysis sheets.

naci /__u




- ‘ a : -

: -«

When follow - up visits reveal problems,either” e
. with the individyal trainee or withgthe- training in-

.

stitufion for which the counselor cannot find a redd?l
resolutlon, it should be brought up for dlSCUSSlOH at

weekly case-conferences staff meetings. Recommendaflons

\\M, - emerglng from these meetlngs or the,counseloxtsmlndltv. N

vidual recommendations for problem resolub&ons should‘

.

‘also be recorded and 1nc1uded in subsequent evaluatlons ’ ’

-

and in data andlysis. ‘ oo -

5.03 PLACEMENT.FOLLOW-UP

3

Slmllar principles apply to follow-up of place-

-

~ ments made by the CETA program. .

IR .~ CETA guidelines requﬁre’§0;60, and 90 day follow-
- _ ) \ o . * ‘
e ups. A 180 day follow-up is also recommended. - o .

It isfrecognized'that the;transienéy and migratory . = A

» L -

; hablts of the Indlan populallon make follow up extremely 4

i

. dlfgnculf Nevertheless, the.rate at wh1ch c11ents‘re-‘ St

L] +

tain thelr‘job after placeme?t,/ﬁha.the~1evels'of.ad-
t -+ ..vancehent in their work,! that they acheive are the =~

e ”bottom line" as fqr as measuring the CETA program's

! ’ ‘ SUCCGSS is concerned.

The CETA.goal is helplng fhlelduals achleve ’

oL .economlc stablllty and 1ndependence through unsub51dlzed\\ ' ' s
:
- employment Therefore, cdntlnulng to woTk (1f the ygrk

’

,444 e
4

;resultsfromuCETA traxnxﬂg) and yhcrea51ng one's earnlng

Gapaclty,are thelbest and-most Toglcal measures of the

&Y

S 186
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¢ promotions, satisfaction level with his job, his feelings

} : : . ’ ¢

program's success. '

*

Therefore, every effort must’be expended to

" keep track of and follow-up on former clients at the - -

,
hntervals specified by DOL. "

Efforts to do placement follow up should begin at
the time an 1naiv1dua1 1s s accepted into the program. »
At that time, he should be asked to gign an agreement to
keep the CETA center 1nformed of his whegfabouts for

at least six months after he has completed his tra1n1ng

and has gone to work. A few post-cards with the center'§

address and a stamp affixed to it should be given to the

individual for subsequent use. ;

’ e .
Names of relatives. with whom he has lived or with
whom he keeps in, contact, his driver's license number,

his reservation and,tribal affiliation (and tHose of

his spouse) should be obtained during the intake pre-

+

cedure, and checked again during training and at time

0t placement.

.

Plagement follow-up is best done at the work sitév)

The client should be.asked about his'bay, chances of

A

‘ about the relevance of his training to the job he‘hoids;

dlfferences in'his life style or. standard of 11v1ng
.Ssince he has been worklng, and other ways in which his »

‘job,may have altered Ris 1ife.

“ e ¢ -

P

7 . ‘ . R . .
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\ \ ’
client's folder.

!

The clients' supervisor should also be interviewed,

;lprimarily td obtain his rating of. the clients’ job

-

performance. *.If the client is no longer ‘at a work site

.and has not left a notice of his whereabouts, the

\superv1sor should be asked for information on why the

client has left the JOb ;’D}d he leave for a better job?

’ Mone money? Was he fired? Why? What,xnflgny, problems

were encountered with the clients? . ®
Again, this information is best obtained through
the use of-a preperly designed form and should be trans-

posed to data analysis sheets befdre being filed in the

-

.o, \
Analysis of the data should include retention

rates of job placements by sex, age, job category, ‘pay
scale, relevance of tﬁelnzng, and c11ent s Job satls-
factlon level. -

Retentlon rates of tra1n1ng should also be analyZed

by sex, age group, type of tra1n1ng asslgned, re1at10n-'

ship of tra1n1ng to 1ntake/assessment findings.

5.04 INTERPRETATION AND USE OF THE DATA~ d
It must’always>be kept in mind that the.ﬁhrpose

of data collectlog and ana1y51s is to 1nform management

and staff of better ways to serve their— Indlan clients,

Blame or recr1m1nat10ns are totally out of place.
: L 4 R ] :

&\The point- is-to view the project's performance and,.to

. . L

’1‘68 . o

'y
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-~

- . * ~

. ’ %
see what the-problems are --- (what his been successful
and what has failed) 3;-- in the proggam. 77& .
Successful aspects of the program need to be
identified so taht they cam be continued. -1f certain ” A
characteristics appear to increase the chances that a C - -

L2

client will complete the progrém successfully,-it may

be important to

~

assequent and selection process. If, on the other hand,

look for these charﬁcfe{istics in the

.

’

certain client characteristics appear to be associated

¢

with failure, a decision needs to be made as to whether

such clients should be‘afcepted in the futdfé} If the

decision is yes, then serious efforts must be put forth

to modify -the program so\{hat it is more likely to work

with this type of client. ) " ) o
Follow-up is in other words, not only a way of

5eeing the effects of what'the\prpgram_has done :fﬁht

. e
It becomes the basis for planning and decision-making

f 4 ° ¢
with regard to the program's future. i

Because of its critical importance to program—

. e =
ot nad
/

evaluation and planning, recording ‘and analysis
/ : L.
follow-up activities should be the responsibility of ¢ g

arn, individual wfth some background in scientific methods, "~

e

‘data collection, data analysis'and.interpretation.

Aided by a clerk, this individual could accept '

L3

~ overall responsibility for.maintainagce of records and

S R
. . , "y -~ Lage P —

. ' & ! '

. .- o 16r(;7_ , .o - : ‘
- ity 0y 7 s . pacif
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for maintaining the Management Information Systemk'/: /

-
z

The ﬁob is. a responsigle‘one. I addition to

providing management with in¥@rmation on overall oper-

ations and the functioning of the individual componentf
- - X . -

of the total program, this indivldual could also collect,

analyze and r\rov/,d'e to mardagement data on 1nd1V1dual

_ -y o —

. staff member s work performance that wouId be of great
: L]
value in performlng periodic.employee evalhations; )
" While gathering the programmaticAdata from in:

formation supplied by counseling and job development

.staff, data en staff activities could also be extracted.

e

Such 1nformatlon as number of part1c1pants
number of Site visits made,

conducted cas

participations, case load and type carried,

N\

all be fed into the employee's recerds.

.
interyiews

e conferences,
“-
etc. coulé”/

;4
.

Such information would prove useful -in arriving

w ks

at appropriate work-levels and performance eXpectations.

-

Once done, it would servé as a means of determining how

-

I

7
. all of its'planned fungtions.

many man-hours are .needed .by the program to carry out, -

It would also serve as a

y -

‘basis from WYich to gauge the ef?ectivengss of individual

'employees in

5.05

an obJectlve manner.

SUMMARY OF THE 194;0W - UP MODEL o

*

-

e Do on- going assessments of:

¢ ®

-~

[ ]

170

outreach and recruitment

e

\ . , N
. @ training programs,. including 0JT - «

. - P

- - -

e

.17;1

-

-

o

Id
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’ e placement / ) . o
. ® Outreach and Recruitment . Co
< ., ‘»‘record referral sdurces on application form ’
T e tabulate: . ’
. ‘ - . ] - .

I RN , . ,numberfe£f,referraf.sﬁperﬁsource _ T -

- ® “deéployment of recruits frem va,ry'ing,sources: . )
- o, : .

- . ‘e correlate referral sources to: ) - '
. | e ' ‘. - '
N K . ® Trates of successful completions of‘ training

: , .
. ¢ -tenure and rise JAin jobs ..
o’ determlne most produc’&ve referral sources .
to emphagize in outreach program
. ’ ) Tra1n1ng progrem"follow up < Lot
° rgcord and tabulate:' ) ' L R
i < ‘e quality of instMuction . ] - :
¢ . e type of training * oo
- . - .
. * type off school/job N\ N
' ) duratlon of training program - '
5 e ¢ tra1n1ng methods used T

. . ? . - - ‘
. . problems encountered (how solved, if . el

' “ i - . .

4. unsolved ‘why") . ‘ \
- - % . - 'Y ; .
® correlate t°‘, . Q - '
; ' e trajnee satisfactjon o . :
- . . - 4
' , e ret;ntlo /’drop out rateSu Yy :
! 2 K a551stance cost ' * L TR »
IS e outcomes . ‘ . A
T : N el PV .
| S A T y
- W A ~ - \- -



e

Placement follow-up ) S . S

Q%‘ should be done 30, 60 90, 180 days after’ oL ﬁ.

* -placement - in person 2 6n- si’ﬂ . >y

e

of any change of address or Job - give ] T~

client stamped, addressed card for thls

.

purpose - send new cdrd‘ch tlme no-

tification of change is received ‘ R

-+

.0 'infdrmati" obtained on follow-up visit . . .

should include: LN e ) -

° cllent suppl;ed\lnformatlon on. JOb

- ;\

:satlsfactlon : : - o
T e superv1sor supplledrlnformatlonan why ~
%E ~ -
- why not on job, if gone!’ mob111ty° N g
N ¢ 4 , t *
- Up? pay increase? evaluation of c11ent s - b

iob perfornance, statement of-problems, .
]

if any ' " .. ’
e summary of follow-up visit should bg: - ok

signed by®client, 'supervisor, coumselor

é . -
. ® “Determine implications of follow-up data for

v '
)R

program-planning .
o analysis of data shén}d include: - n
0 retentien'rates'of job placements \ -
by sei, agé group, jeb Qategiry, 0

< o/
pay scale,,relpvanée of training
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: I ¢ r.eter;,tlon.rat.es of training by 'sex;
o P ' Do age grou_p, type of tra1n1ng, relatlon-' .
.o ‘ . % .
- v ' . sh1p ta lntake/assessmer( f:rﬁ&uré :
. R £l » .
‘ 'j-’ () Interpré.tat,lon o£ Data . & > ., .
A . Y .’ o . . ‘ .
" s, should be 1n a.prob'lem» - solvmg context i
. . A e ‘ShOUldp.lde'nthf)’f stbccesses« problems, fallures -
) ) shoul% \explgre reasons - “£OT successes, \
L3 v
- ® < s problems, failures . ° A -
Y « ~ H Ry . , . .* i
> i
& R PR should exp&ore altérnatlves ®nd’ opt1ons tog . .
~ ",.. Yooe a h,
‘," o , ‘ , malntam success, solve problems, reduce( ’ ‘
J. . Ve ~ - f‘allhres.-' n “', * -
l( L >t o~ g ) g_“ * ) . =~
N |7~ . s . ; .
X X . - . ) '
N Y - & v . Decide on alternatlves ta be 1mplemented ’ , .%
. . '-1 . L,l -~ - |,
r S - ‘/ and. outcomes anpectgd S ) -
: - T e Implement degisions - . i . )
]; R ' e Track. o?xtc,omes {as outlmed"abgve). - R
. - e Compare w1th prlor results fo det‘rmlne“ - ‘
| oo T » t. -
. , ¢ . vrelatlve succ,ess or failure t : N
. . e [ C -
. o .’ C'Ompai‘e ‘ith expected outcomes to deteanlne i
N . ¢ AN ¢ ' “X . N - . ‘.‘ [ ‘w f ’/
A S d).sparlty,~ 1f apy A . L 2
v s A e % résults exceed pri r outcomes, OT ”_eqlxal
. : $. ‘ ) .. R : ’l ' ) ’ ‘.
L 1" ... Sf; ‘ them --ror if, results meet OT exceed expectatlons, \
e e contmue in same ve1n o -k &
- 13- ‘ 9 If Tesul@_ are\m opposue.cllr-ectlon, ?epeat
X’ ( '(”. pTOCESS ) -.“. JG 'V. ok o , ;~ -t s
\ T " 7 ) e I & . T ~ ot ' . ' . .‘1-'
Wl - ' . ) -~ a"'",:.l <4 L
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| PART-IV -

v "~ . ' PROPOSED PLAN EOR PHASR I'I S I
w7 . * ] ‘ ‘ B - .

. ﬂ 4 - o, . .

‘ - ® T};g Cc!Inprenetlcs .staff which w111r1nc1ude behavioralists,
s

4

programmers, producer and other technl_cal

wnlters ,artlsts

peo-pie will be inyolved in ®hase Ir.
X ‘l"

The, basic pl‘r_n__on ‘the developmen.t of Phase II 1s as folLows

° -

A, The content 'materlal wil¥ be derived from the’
. : "/

f - 1n<hv1dua1 reports filed w1th respect.to .tach center

7 the summary Teport and the recommendatlons that come"
W ‘
out .of thl?meetlng The target populatlon ‘will be

out11ne.d at- this final meeting. By this”we’ mean the

group of 1nd1v1duals 1ntendegL to be _educated or tra1ned

: ‘ T

by the four films to be produced. We will agree or;-

the1r 1earn1ng behavior pa'fterns a,nd 1dent1fy those for

, whom the 1nstr1;ct10n must be d.emgned and establlshed

e

- ~ 1 <
with what the’ learners noy know with/?'é'speqt to subject

- v " . Py PR § v,
matter. . °-~‘,u’§f

T 25/'C0mprenetics progra?g}ners and nedia speciali‘s&s. wi-'ll.

They w111 segment the-

' def1ne the need to- kpow%eas

-

.materlals 1nto small portiomns wh1c

h. can be handled

-

-

. ‘
N v
. P

» . ., a -~

*
anci log ically %equenced

A}

.57 The programmers :'ﬁmd 1nstrucf10na1 spec1alls’ts w111

*develop over a11 goals, ob3ect1Ves 'ancI sub)ectlves ¢

L3

fof‘each aoed to know area,

e

o

°




e - 1

Ve not to violate the educational objectives.) o.

. . ’ ' 4 ) ) ‘ ‘ o
" - bDOL for approval.’ St ."ﬁ. . - ‘

.
.
-

4! Comprenetics instructional media people .and psych-7
. ‘ N ) # - ) ‘.‘v
ologists, working with NACI will develop behavioral ,

obJectlves and write them in a polished behaV1ora1

It ylll also prepare for’ each obJect1ve and '

sub-objectlve a prec1se test of queseions t: which,

~ "
(when asked corTectly, proves that the obJectlve or

format.-

o

»sub obJectlve has been aqtalned (cr1ter1a test).
? "~ - ~

The purpose of this type of cr1ter1a test is to' »

measuregprec1se1y the !Ehelvementfof the objectlves '
* h 3

A

of instruq;ion'contained:in the proposed films. _ .
—— . e U U
5. TAfter completion and appwoved satisfactory behavi'ral /
_ . (’

ohjectives,'Qur media staff, msychologists and producer

"i; will word with the wr1ter who- will develop a hlghly d?

~ ¢,

motivatlng dynamlc, creatlve and entertaanlng scr1pt

-

wh1ch embodles all of ‘the ob3ect1ves prepared 1n the

preﬁ!UUs §teps:, (However; they‘w11l’be quite careful.

O
.

. R . . " ,' L
The script 'will be prepared in draft treatments and
. M o A

- . the first draft of eath script will be submitted to

-
'based upon such approved scrip

»

6. Once the scr1pt is approved, aéigmplete storyboard'

will be prepared. in .

v

order to prov1de a11 part1es a v1sua1 uﬁaerstandlng

of the scr1pt ﬁi T s ) -

- ow

’
] .—/: . . - . 1 . ‘

: .‘ ‘- . ) ' 17\? i}:{"’ . . / ) e R
L e 81 °, L., opacif
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. )
~

Upon:completioﬁ of a satisfactory script and §tory:

board;, producer, working with the writers, will
- . P

%

comﬁehce.principal photography of each of the films. _
After completlon of principal photography, a rough
,uneélted Xut w111 be made of %?ch ‘program. This

,roughwunedlted cut will be submitted to DOL for'

.
.

their review and approval.

&

After approval, the' rough cut of the film will then
L ;

" be used for Vvalidation testing on a group of pros-
. oo T
pective learners (field testing). Thé purpose of .
b j . N

" the testing is to determﬁne whether or not the 1earnep5'
will be able to learn what is set forth in" the, cr1ter1a

L tests. Will they be. mot1vated7 "Will ohey be ab1e
E) . 4 * 'f-
‘to*'learn the prlnclples required to have them perform

at the desired vel of prof1c1ency9 The information
“+

obbalned from the tbstlng w111 1nd1cate whether or

not reV151on or mod1f1catlon is reqplred and ﬁhere it .

P
- . V) .
v 1)
4 . . . -
- - . N . -
, o
- -

is reqﬁlred

. . [ Y , Lt .
in the film prior to completion..
/@opies of all.tes‘t re‘sults will be made available for fiture
e " . c ‘ ]
use and evaluation of validations.
) . ‘




Upon CompIgf*bn of’fhe rev151ons and modlflcatlons

N

;

1nd1cated by the testlng, or if -not’ so 1nd1cated ﬁhe final
COpy of the work prlnts of each f11m will b livered '

DOL for review, Upon‘gpproval the fllms 1341 then be {§i
A ~ v
“ized and tltles placed thereon, e T .

s

A Time Task Schedul€ for Rhase'II is attached as,figufe 3

*
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.o TIME  TASK .s_(fu?,‘nnu‘ .. -7

'. A F 1 ¥ <1 —— L — =
TASKS i 7

\ hid - FEBRUARY MARCH - An}zlu‘: MAY JUNF .IU.F‘Y AUGUST  fsrrTrMBiR] ocTORER | Nov.
7 Y . T . _
1. BUDLT ) \ ‘ ol . . ;-\ ‘v.“‘

.

2. * PREPARL BITIAVIORAL OBJECTIVLS - 4 TILMS
a

!

5. PREPARE CONYIENT OUTLINL - 4 FILMS

4. WRLY FILM SCRIPTS . . . . ' .-
4?1‘. 15t DRAIT - "OYTRLACH & RECRUITMENT ) ~——— . 1 ) - .
402, 1st DRAFT -)TRAINING, MANPOWEIR &° ; N K4 : .
v : SUPPORTIVE SFRVICES - I t . . .
o1 3. ISt'DRAFT - "JOB DEVELOPMINT § . A .-
: . s+ " pLACRMENTY . : . i . -
4.4, 1st.DRAIT - TOLIGW - U -, )
1.5- CONDUCE SCRIPT ‘P CONFERINCES - R ’ :
. 1 FHMS . . : Lo : ,
. 1g. SICOND DRAFT SCRIPTS . ' ] e ’ .
}‘. EONDUCT FINAL SCRIPT REVIEWS . : I L
B, XY FINAL SCRIPT REVISIONS ° : . i ‘ : . ) ; .
‘ 419, TYPL SCRIPTS, REPRODUCE & SUBMIT - 7 . — " - ; * . v{

. 5. PREPARE STORYBOARD” -4 | ' ) Coe— L e 4

. 6.1. HIRE PRODUCTION ASSISTAWTS ~ & [ '* B R P P KL - s
6.2. CONDUCT PRLPRODUCTION PROCEIORIS —_*| ' , , s ‘ ) .
(SCRIPT BREAKNOWN, SELFCT LOCATION ] : e T = . . \- N
f STAGF, BUILISETS, HIRE DIRICTOR, * ) N A N N T T
CRIN, (AS OBTAIN PERMITS, ETC. T - 1~ . - oo _ .
\

<
. - . B, .
6. DO TI1LM PIPRODUCLION TASKS | - . L . ’ . , J

>

- . PR . .
7. probucrION AGTIVITIES ) e : s | - -
7.1 SHOCOT - "OUTRFACH & RECRUITMENT" MY —_ ’ .
- # 742, SHOOT - "TRAINING, MANPOWER § ~ 1 - . —— .
SUPPORTIVE, SIRVICES' : . . ’ . ) : : . R
. 7.3. SI0OT - "JOB DEVELOPMINT &, .~ ‘/

T, , PLACTMINT - X - . ‘ ] .
7.4.7SI00T - “FOLLOW - UB'” v , b\ P . ) — I T

* o
. 8. POST PRODUCTION - FILMS TO WORKPRINT & » : ‘ . . . : -
©* %1, IDITING TQ'WORKPRINT - FIRST CUT - . 7 , , ~ 1 e . .
e [ . . .
, ALL KOUR - , , E
8.2. SCRIENING OF WORKPRINT - TEMPORARY : ! e - : » i —
. NARRATION, GRAPHICS \ o v y - . ) " L .
N 8.3. AWINISTLR PRT: ' POST TYSTS (FOUR - . . ) I | —] . ~{. i

3

- . SERITNINGS} N . [ . . . ‘ . .

9. CONTINUF POSTPRODUCTTON, }mr'nmsm FHMS, o . . % s S S - ¥

9.1. IDIT FIIMS TO TRCLUDL FINAL. GRAPHICS, L S i I : , ,
- NARRATION, MUSIC, CREDITS, TITLES, |- . . I \ . i -1t
OPTICALS , ) I . I . ) L X
N oo 9.2, TROCISSING OF 4 ¥IIMS TU INTTR-- ‘ {4~ v | . . s i -1 .
Q O NaThn ¢ . . » L . K e
ERIC 9-3. SBMIT INTIRNLGATIVE * : R , , : . ‘ ) .,
} Yoo ' . - . 1 . 178 - ' ' © .. ..

.
§ - . L B - ? . . .
. A .y . o, h 41N e o . )
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This survey is concgrned with. the employment problem and the
nead to'exﬂlhd Jog,opportunltles for the dlsadvantaged

Erfurt, John, Et al. Handbook of Informatlon Relavent to"
Manpower Agenc1es Ann Arbor, Michigan, University of -
"Michigan. Institute of Labor‘and Industr.ial ReLathns ; De-
partment of Lzbor, antract Vumber*~ DL-82- 24-69-47, 1970.

A report of compilation of practice pr1nCLp1es and strategles
for manpower Operatlons

PLannlng, A1l0ca;10n, and Control in Dedﬁntrallzed
4Comprehensive Manpower Program Prepared for Hou51ng and |
Urban Development CdntraSE umbey - HUD4A 990 -Jufie 1971 -

a

Thls paper -addresses same of e maJor 1ssues plannlng fund
allocatlon : ) e .

1 -

‘Coaches and Other Employment Workers. Prepared. for U.S. -

Department 'of Labor. Contract Number 82-24- 69 47. Octodb < g
1971 o . . Al
| .. ; B

~

‘Thls manual .systemizes tvhe‘echnlques and strategies employ- 3
ment workers used in JOB- How a manpower -agency which de- )

. .
.
- N . - . ' . .
“ 1 - ‘ : S ‘o N =, \ . ’
. ; . . -
. ) .
“y N - .
% -
- . - ’ A '

,? N -, ‘
,Garn, HarYey ‘A. Smith, Ralph @ Werthelm%r Richatd IIL \V\P;l

-~
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23.

24,

: .. .\ N '
* A manual for training orientation and the concept of an

.and Welfare, Administration on Aging, February 1971.

'Jobs, Emterprises:for Indians, Aim of Federal-State Programsy" .
p

Prepared for the Department of .Labor, Contract Number ’

.This report -concerns development of a job oriegted model for

Information and Referral Sérvices: Réaching,Out; Working
Dratt,Under 'Title IV Grant, Hélath, Education and Welfare,

Administration on Aging, February‘197I. , .-

4 .
This manual is abdut the outreach sefvices which are #° . '
available *in the Information and Referral Seryices Center.

Information’ and Referral Services: Notes for Managers. - "
Working Draft Under Title IV; Grant, Hedlth, Education and

[N

Welfare, Administration on Aging, February 1974d. . \ v

A‘survey con;érned with the employmeptrproblpm and the
need to expand job opportunities fgr the disadvantaged.

Information’ and Referral Servites: A Training Syllabus. | o
Working Draft Undef Title 1V, Grant, [ealth, Education, L

Information“and Referral Service.

Jacques,‘Marcelinﬁ E. "Will..It Be ‘Yours?,.- A.Public Inform-
ation and Recruitment Tool for.Rehabilitation Counseling."
Rehabiljtation Counseling Rulletin 14; March 1971, Section
>; Page 166F1]8. . ° .

’

R4

This article is about recruitment, counselors, disad- .
vantaged groups and rehabilitation counseling.

.

Commerce Today, August 5, 1974, Pages 9-19. Volume Unk;zyn.
0

The Office of Mipority Busihessﬁﬁnterprise and the Sta f
South Dakota are joining in grants to finance new ventures * .
by the Sioux Indians. .

.

Kfaemﬁr,'Ronald E. _Evaluation of a Special Counselor
Training Program conducted by the U.S. Employment Service,
Part II, Job Oriented Training and Assessment Model. :

DOL-43-1014-51. November *1972 . )

B

assessingJemployment seryvice. Counseling effedtiveness and
systematic, training and job performance relationship.

chabelli; John L«:The,Clevéland:Manpowen Group, On The% T

Verge Of Becoming A Planning’ Delivery System. Prepared
tor Housing. and Urkan Devleopment. Contract Number HUD-
H-987. March 1974 ° __ o . ) )

- A

|

o . |
This study reports the experiences of the Clevélanquan- R |
power Program in developing an integrated planning echgnism. ‘

/ RECE . nacl / J
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30.

34,

35,

- Lawis, Frank, Et AI., "Considerations for the Dewelopmentj

of Welghtlng Systems, Por the Evaluatiom of Counselor
.Effectiveness.' quabllltatlon Counseling. Bulletin quch 1971.
14; 3; Pages 133-139," - .

This article wasZ&gncerned With counsellng effectlxeness
counseigng perf6r nce, counselors evaluation techniques,
*réhabilation counsellngs and vpcational réehabilation.

Long, Ni olas Information and-Referral'Center' An
EducatlonaLFunctlonal Analysis. U. S. Department of

4IEV, Social and Rehabilitation Service, Adminjstration on

Aging. June 1972 . DHEW Publlcatlon Number (SRS) 72- ’O 235,
An ana1y51s of spec15¥12ed 1nformatlon and referral centers
for the aged. . , \ }

. Continuous.LongitudLnal Manpower ,Survev Report, Number 1

CHaracteristic of ®ETA Participant Enrolled During Third .

" Quarter of FY'75. - Prepareg, for the Department orf I.abor, ’
.Rockville, Maryland, Contract Number-D. L. 23-24-75-07, ° -

January 1976
"Data obtalned from prime sponsor records and ¥n1t1a1 inter-
views with enrollees pertained to the characteristics of

the enrollees and fam111es -
~ .

. McKay, Roberta, Job Tra1n1ng Programs in Urban Poxertv '

Areas: Wonthly Labor Review, January 1971 94; I 3-41 Pages.

» l
. Job trainingy program descriptions, urban slum poverty,

programs and economically dlsadvantaged

McVamara, Patrlck et al. Manpower Plannino in Albuquerque,
Prepared for Hou51ng and Urban Development Contract Number
HUD-H- 987 . February 1974. .o g

- !
\

A study of the admiﬁiétratibe section o} the manpower pro-

gram to centralize city and cquty admlnlstratlo with pealicw
d1rectlon w

-
v -

Mangum, Garth, Self Evaluation of Elra Manpower Programs.,

A reference £Qr Prime Sponsors. A CETA Technical Assistance
Document. . Prepared for' the Department of Lmbor, Office of

.Manpower Admlnrstratzon _ Contract Number DL-13-49-79-74-09. °

NovembeT. 1975, -

. Report, of the National Indian MAnpower Conferehce éponsorqd

by Marfpower Admlnlitratlon uepartment of Laboft. "December 1971.

Vatlonal IndLan Vanpowe? Conference December 7-8,.19.1 Tulsa,
Oklahomg. (This is not limited to Urban Indlans a: rural and
reservation Indians are also: 1ncbuded . A -~

' . . ,‘ ve e s 1
. ,
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] '\> o . . \
39 Margﬁ}is,.NeWton, "An Infegrdted Approach to Supervisory Training
' § Hiring The Hard Core,'" ,Training § Development Journal - _
August 1970, 24; 42-44 . . A .
An approach to help counselors to be effective in.sommunica-

tions and counseling in the training of hard care workers.
~ P!

» ’ b

38. Miller, C. Dean, et al. Supervising Coaches In Manpower
Programs; A Manual for Supervisors. Prepared for the
U. §. Department of -Labor. Contract Number DL-82-06-70-19.
September 1971, LA ' ’

A handbook which provides guidelines for both experienced and
inexperienced supervisors of jeb coaches, planning and direction
of job coathing prograns. g ' '
- . ¢ . . 1 .
39. Minear, Leon P. '"Some New Approaches in Meeting the Occupationa]l
Education Needs of-the American Indian." _Journal of American.
Tndian lducafiuh, October 1v¥69. Volumne unknown. ,

-

| Occupational needs of the Aﬁerican Indian are the topics

B for discussion in.this article. : L . - .
| . . oA * ’

| . .. - .

' 40 Munger, P.F., Werner, John L., "Employability Development, Teamd'

.- Enroliee Reaction.” Journal of Employment Counseling. e

| September 1972, 9;3; 120-125 , '<

s ! !

- o . ) ' ) oo
This article explains how to assit enrollees.to gain employ-
abi].',lty. : ‘ ' '_:
41, North Carolina Office of .Manpower Develoément, Job Development
sSurvey, February 1968 . - o ) . N

; . . ‘ - A
This is a,three¢ fold analysis of a job development survey. .
{ d Lt ' »

42. NéW®Directions Manpower Programs-A Réprint from the i967

Manpower Report. . .
. N B ‘\' * . ¢ :

The new directions were the outgrowth of economic developments : N

‘including rising employment, emerging labdr shortages, and '

continued Hard- Core Employment.. . . ) ,

. g : *

43. Peer, Robert W., Foster, Richard, A.. San-Diego Manpower Study .
Project; An Assessment of San Diego Mahpower Programming ot
and Its Future Directions. Prepared for Housing and Urban )

’ Development: Contract Number HUD-H-987. December 1973 *. e

" A study prepared for the San Diego Urban Observatory as part
of their participation in the National Urban Observation net- .
wqu: . . ' t _ : .
/. ) S . T

- : L R |
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44,

“fs.

46.

47.

=™

48.

49,

50.

_ Labor. | ) . .

. Van Brunt" Robert E.  "“Supervisory Employees from N1nor1tv

~ b R

Peterson Gene B. ,‘Drury, Thomas, F. Sfa{f1ng in Manpower
Training ProJects a Report from the National Inventory,of
ManpowerfPrograms.  Prepared for U, S. Department 4Y'Labor
May ontract Number DL-82-11-71-06. 1 '

This study explains the charateristics of persénnel in © - -
Manpower training projects. ¢ : . . ’

hostker Bernard, An Econometric Model for the Evaludtion
.of Manpower Programs Rand Corporation 1973. Report No.
P-4944 )

This paper suggests a method for the evaluat1on of manpower
prggrams by means of a standa’rd national control group and
imple econemetr1c model.

Sheppard, Harold L. *The Nature of the Jog,Problem and the -
Role of Nefv Public Service Employment January 1969. .
Publisher unknown, . . v - oy
Tnis report giscusses the d1fferent areas of unemployment
and underempMoyment.

Stark, John R. Federal Programs for the Development of
Human Resources: A Compilationof Replies from Departments b
and Aoenc1es of,the U. S, Government to a Questionnaire
Tormulated by tHe Subcommittee on.Economic Progress of the o
~Joint Economic ComM1ttee U. S. Congress, December 1966, .

.

This book ‘explains the differenck emphases placed on .
educat1on tra1n1ng rehab111ax1on employment. .

’

The Exper1menta1 ManpowerLaboratory at Mobllzatlon for Youth;,
Inc. Applidations of Videotape Resources to manpower Pro-
rams. Pre ared‘by Mob1llization fqr Youth, Inc. Contract NO.
EZ 36-71 07.\ Prepared Jor .U. S. Degartment of Labor. , SR

ThlS book etp1a1ns the different methqds of videotaping. , . o l
The Ind1v1dua11zed Mahpower Training System, Contract No., o ‘ !
DL-82-25-71 June 1974, Prepared'f*r U - S. Department of \

The report is.a summary of .the project, obJect1V1es, methodo-
logy and results in the staff training. .

Toldon Henrletta "Counseling the Disadvantaged.' . Personnel s
“and Gu1dance Journal +5Q;95 534-738 Pages. Date: Unknéwn

In this article the author looks at the oﬁstacles to a
sharing Telationship with clients-which*counselors set up by
sterotyping people and seeking to enhance their own, status

e [

Groups Tgaining and Development - Journal, July 1972 ¢
26; §6-38 '

i

®

1

) 5 IQ)Q;‘B E " .nact / ; :




A look at communlcatlon
groups and superv1se acti 1t1es

W111rams

Mangower

This article is about man

‘provement’,

Joan,
2; 11;

14

- N
‘ .

problemg,

.

how to motivate minority

10- 13 November 19

"Makang the Job Cor;s-Mcre Flexible,” - .-
H

power develdpment and-progrgy im- -

)

Woods,

Rlchard G,

Hark;ns

Aruthur M.

]

Ind1an Emplovment In

Aprll 1968.

Mlnneapolis« Source Unknown "

encountered by Indian Amerlc

area of M1nnesota.
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. , I. BACKGROUND [NFORMATION ‘7 .
, N 4 k . ‘ .
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7. Total Iadian/ V.A. populaton in area. l.a) ‘b..) ' a0t available
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. oL the service a‘ru‘? . ) ' .« Women . ’ ) :
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1. Mow does zandgemen: monitor and
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.
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Y g

«

2. Are,personnel evalustions discussed with the

L 3

A}

enployees?

203 wesT 3o

Other ({pecify)

-

[
~

.

<

)

+
. - .

1S
-~

3. Is cthere i procedure that specifies how, vhé_n and by vhoa 3. D

ssployee evaluations are to be pcrfqr‘aod.’.
’ {

-~

Yes DNj * ,..\~
. A, 7] Copy of procedurs attached « o

L] other comménts

. -

o >

.

4. [s chis method of sonATol
off:cz\ivs? Why?

LY

X

\ [}

~

$.. Mat do you think would be aa

" " y

'
.




laplementation. - e - . i
1. Has (have) deanitivc pmgram{sl- N ) 1 :‘E‘,Yes E Yo . IZ noé, ‘why?

" bean estqblished' . . R e

2

2. Have definxte time frames Seen '

- establlsheg for ach'evxng Jrogram °

objectxvss? «

3. Are all pregr:i coiponen:s in

effece?

u

]

v

v ’ ! .
4. How could program iaplementation

Se iaproved?

R

F. Direétxon

l lHa: are the policics and p?oc.durcs

of the contractor?

o

. . . s
2. Do/staff have possession of policles and - 2. Yos Nc* o
; OF P P C ¥ red

- ¢

. procedures? . T Copy of procedure n;nupl attached
3. Which policies aad procedyres work

. 403t effectively ta promote the

. Pproject’'s objecwives? Explala how

they do so.

..};Hmiiﬁﬁﬁﬂ
QSR




o *.llrﬁ B M 1] , N -
- . : ) /' - " - . . ..9-

. . ' ~ . : / . N © * r
© . 4% What policies:and/or procedures - ° JUREY, DR AN
I’ ~ * v, '_ p ’ ' . o
- are impediments to achieving ) *
the 'praject’'s objectives? . .. o . Tt :
. 5 /.,’
: Explain they do so- ‘ . R — . B
! - . l :

. PR % : '*
/S What policies and/or procedures.. ‘s, i
, do you ghink could improve ' ) )
<y staff performance’? i ‘
' ,' ' -~ . ¢
- A . : : - ’ ' L '
. & N . .
6 Awhat policies and/or procedures do you %. : -
- ‘s think could most help to lmprove ghe project's . i
’ . ‘effectivendss in achieving i:"sf;oals.’ ° ' l
A » N i .
. N ) .
o ‘ \ ”
PR
L 4 [
G. Policy Boards ¢ - e e L . Y.
" 1. List names, addresses and brief 1.[7] attached ] aot availadle, -
;| descriptions of the responsibilities - S Explaia
Pof esch ;c'!lbvr of ythe Board of : S - S )
* )
N Directors, ot . .
+ 2. What are the major functions of “ 2. . ,
q ~ the Board of Directorse ) B 4 1
- v - i - - .
R 4
7 - ;
- . 3. How often does the Board of - 3.(0] weekily[ ] amoathly
- -~ . sl — .
- . Directors.meet? ) D guqrtoriy L other {specify)
. . . . N . ,
4. How does the Board of Directors - 4, Du a general body
~ e : !
operate? . ’ C]through committees (specify) °
.
K . . .
- - = - b 4 3
! ,: - i
Y
1 . X i - - -
- Qo . .o ,other (specify)

ERIC: N © 206-002
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. *:’“ ! i / ) ’
.. [ i ;.
. N (4
. . B ., ~ Ld . \
' 5. How does whe Board of Directors . 5. S
. » . .
evaluate and monitor the program's - A
N ST B pTermnts AN
: performance? .
. N - T Cd
. L] i 2 1 v
! / - P
— < / ¢

-~ Ly 2 w‘ R
§'What kind of reports does the 5.
Ay

-
Board of*Jirectors initiate ot

receive from management? 2] ‘

¢ [

7. What functions do you think . 7. -

the Board of Mirectors should -

perform that {t does not now ! -
a4

- t perform?

$. In what way(s) other thaa the ways’ 8. >~

it now operates do you thinx the * -
1

B of D should operate? Explain,

- \ . - )
I3 - P
A}
ok 9. What is the role of the B of D's , 9. & —
Chairpersoa? . : C- R *
| e —___
" A ' : *
¢ 7‘\ * N “
. 14. Who controls the .3 of D? . . 10,
5 - ’ o 7
1} * o
~ o 11, Has "boardmaaship” and prograa evaluation 1. L Yes DNo gxplaia —_
1} - tralaing beea provided to 3 of D 7 -
. aeabers? ) . ’ )
i 12. Has T been requested’- . 12. GYU Cxo
t - . yd
' * P T 13. How were B of D aembers selected? 13
t \)‘ -

<P

R — 079




L r . Ay ® -11-
7 . . . . -
. 14. Whoa do B of D meabers represent? . 14, .
* \ » , " b1 S -
3 - 0 - ) . ’ £
s —y - L Sn -~
, 3 . ! ’ :
Lstai YOo® suggest a better way to .. +15.[7] Yes
L >’
. Y select 3 of D members? e.
.o .
] 12 T
) 1
£
"18. What groups, if aay, not now . N
- . - . N .
- represented on the 3 of D should;
. be represented? -
'. ! i
' . l' . ’ .. - - ' ] . ™
“37: List ﬁ!ucs; addresses, affilia- " i7€:?t:ached [J nex avaiLaS&i,explzin
. . tions and brief description of . ) . e
. h each aeaber of the, Advisory Board. ' ' (
¢ - : - —
.. . . N < f C N
- ’J _‘
- ’ ‘ = - -
‘ . 18. WMhaz is the structure and function % T 18. - -
of the Advisdry 3oard? - ‘
, e ]
. . N F23
J » { .
' 19 How often does the Advisory / 19. D weekly D moathly °
- Board meet? ’ \ i ’ ] bi-sonthly (] quarterly ;
T . other (specify) ‘- :
’~ L . ‘ ,
—_ he . . 4l - -
30 Does the A-3 significantly influeace 20. YesG How . .l
€ . ’
local pragraa optioans? - / o s
- }‘ . ]
- - . No D ' L
-5 L. Does the A-B subait reports to tHe Sl Yes C:] Desc;ibi
v v
. 3 of D? | N i
.t ~ - . i
: | No_
T . -
22. Row are A-B aemders selected? 22. L

.

i 5. Can you suggest a better

- selection aethdd?

3. Yes C] Describe

. 4 ﬁ._‘_ k]

I A

-

- -
- N e

—— TTR08 011 ng . o

.
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Aruitoxt provided by Eic:
,

B
-

.
F

A% -3

3. What prodleas are related to

fund allocations?

v
«

- /
~ . . - ¢ .12- .
- b * s
- » ¢ .
24, Are there any industries or 4, D Yes . Describe _ - -
§TOUPS , not now represented ! o
which should be represented?
N . - , . ‘ f
. Y3 ] %
: D

H.) Fiscal Management X :

1. How do dollar eaundituns Telate L_ -

to client flow? ) . ’ . :
] ¥
- ‘ - -
N -
N ” = T .0
2. Yhat' is the brea¥down of dollar ‘2. By program: | . ’ -
expenditures? /* ? Outreach/Recruitrent
" Job Deve‘lopnent and Placenent
i ’ Training :‘ oJT
] "‘ ' n 9'
- , v
‘ ﬁ.‘;ﬂ
' PSE

Follow-up and support serviges

LRI PP
. P . R s

By Qa:czory
Admintstrative -
T - Staff Salaries

» Direct to -Clie‘nt
" Employers/ Contraczers
Other (specify)

4. Mhat Lf any-evels of under- ‘s, i ’
' oxpcndity’n exl‘s: for spedific .
prégras activities? . -
N ] ) - —
. =
$. What ‘are :hrru_s{au underexpenditures ocour S. ' .

in these areas?

vy

[



* . ~13-
‘ 1384 OPERATIONAL SYSTEMS. . .
A. Qutreach, Recruitment, Assessment - '
~ and Selection. . i . .
. T - . .
l. How many staff members are assigned . 1. ¢
to Outreach--Recruitmpnt? ‘
. ‘ ‘ )
2. Do staff people perform other, ZG ‘NoDYu Describe ~~—
- \
" fungtions?
* ‘ ‘l" !
— t
&
v 7 -
3. What specific progru\:s,havc been : SD Radio spots DT.V. spots
.designed to reach poteatial clients? G Poster's QBrochuresD Notices °
. . <~ Newspaper ads{ JArdicles
S l T . in local press (specify) U
- G pnkersja: comaunity o}ganization meetings (specifyf
7 . ‘.

. ‘ = -1 ‘ . . : 4 /“ "
" [Jother (specify)“_ © .

4. What other methods or programs. T ‘, v
have beeg used to rsach po:;n'tlal clients? N (
- -, N T~ [ hd

., 4 o , ’ . 'y . )‘* - N B
- - — ‘ - =
=2 ' . -
D * [/ P '
§. Which, if any, method or S.
- » . .-~

.medium has been 20st effective?

. x,"' \ ‘ [’ . o .

64 What cqmaunity ticnclu tre used _ycl‘;‘n of:‘icoD eaployment

. for outreach/recruitaeat? 4 service G healzh facilities "
o religious groups_| other (spesify)
4 B v H '
7. Which, if any, of these agencies has beea acst 7., ) 2
s - i
helpful?, N T . >
8. How are comsunisy agencies o B 3. Co .
and orzanizations informed aYout N Ot . .
. 7 LN
training opportunities? ]
.- ‘e -
- / - -
o 1] . R B .
- - .h " ) ’ [y e . T
-9, How are ageacy staff aeaber . 9. _ & :
[} -
¢alisted in the recruitaent of I ‘ - — |
potential clieats? . ° ) i . !




- . \ "
. . ‘
¢ - - . “le-
- s ' . ., .
' ¥ 10.. Do different methods of . 10, G No[ ] Yes Explain what kinds are .
) Tecruitaent bring in different . e brought {n by which'meshed.
. . » . an - + L. ’ . . »
' types of cliu’xt_s. — c N
. !
I ,1 ' il
. ] - [ )
. # ‘ . —
. n . - N . v
' 11. Which method brings in the most ' 11. N .
- " . trainable and Placeable applicants? T A ’ = N
- R L4 LY
12. What stacistical "or other data have : 12,
~ . . ;
been developed %o measure - o N -
g effectiveness of different recruit- . \ - e
ment methods? . Y _ . '
L] : N A
' 13. What major problems are sncounwered Toas. )
. in outreach/reqruitazent effores? : . -
. - . ) o . 1
. s N \t: -
- ] , N R :
i 14, How are these >rodblegs soived? , r&. N
- \ . ’
. ’ 2
. o SN ,
. 15. What are the most positive. aspects of sutresch 1§. - N '
¢ Tecruitaent as perforaed by the : v . .
y * Priae Sponsor? ) .
- B . , r
. , . © .t
" . B . R
¢ ]
; . . \‘x : -
\,4
y/. How could the P¥ime Sponsor perfora 16.‘
. these functions more effectively? . ‘ . — .
. N ' TN . :
[ Iy A : ’ \
. - T ; c/ ) . i ’ ) [ ~
- s ~ J P ] - &
17. What pertentige of clients 17. : -
- . ! ! ’
referred are egrolled?. ' T e
- 18, Why are others turmed away? . ) Y P i
< . - et
L - ) , . ". ! . b
L4 — . - * 2 ‘ -
! 19. How much time(oa the average) « 19, - .
. L A slapses between referral Y - o s, . » .

\ T tnd‘gnrollacnt? -

| El{lc 20. "y does thie lag ocche? ' 21q14 0 a

A FuiText provided by Eric . w
- X




D‘ log.forms attached

a

. . ) D"‘Iog forms unavailable
[ . « )

_/ . .

2

22.1s there an orientation program for ZZ;LJ YaGNo‘

- nevw enrollees?

- A ) N
23.%hat topics are included «in the : . 23. Dou:llne attached

crientation prograa? Is content = Doutlinc unavailabls

s/
desigmed ‘2o achi’ovc specific objectives? Program objectives:
e !

+ B v

ry

—

-

-

v - ) Progtam content —

24. Who conducts the orfentation prograa? 24,

AN

25. What is the background nd training  _ - 5. __

of a respoasible staff person?

\

26, How long is the orientation program?

L)
7. Ducribo‘enronn's participation ia

the program.

How is earcllee's achievesment of grienta-

tion program objcc:ivo“:. deternined?
‘¥

S

Who does ;hc initial uu!sn(t?

What is bersoa(s)’ dackground aad

trainin;? ‘

i

31. )Qu: infomt‘ion is collected during 31. :J Foras attached
4

sssessment? ) e (] rorms unavailable

d - . ‘ - : Description:

-

armm




ERIC

-
‘e . - -
'

32. Describe assessment tools.

e —
Work unpli;z,descube ¥ ’

literacy tests, type

) y * ' O other (specify)
- , .
r K]
’ 5 Who 2pproves tutin;’ Give 33. X
- b;ckground :nd :raining : . *
. ) - 3 ’ B
\ o : :
~ 34, Who condudts training? Give 34 ' R
background and training.
. " ' ’ i N "
35. Are tesz results uv*nc'd vith u.D Yu. By vhol’ i .
* the clients? , L:, No; Why not’ N ]
» ’ . , -~ L2 -
¢ ~ M - ) v - i A ' ~ N ’
T 7 7 : . -
36; Whae 'esults are proui;nd to the 36 o 7
mrollu? " 4
- AN
N ‘1 A . - * v ‘
31, Are :ulzlv used prior to referrai e, . . } . i
" to Basic Educationm)ESL,or.GED? | - 37. Basie Bd: ] Nol_ Yes.
. ¢ ~ aame of t:t
X . . . esu: 3 — Yes
v ! o ; * name ofgzut
i ' ced "o es
) . N ) .dame of test .
, . * S '
B. Iraining aad Inploydent Services, " .
v, 4 . - -
1. ¥hat components are opératiag in T .
0O we Qo
the dnliv*rr system of the T ) ‘
. . . (Jese [Jother (spacity)
. Prime Spchsor? - . ’ . -
. . 1 — ! - —
2. What i3 the program aix in 2. CT: 8 .- U
dollars aad percentaze teras? YE: §. U
. oT 8 1 . L
PSELS - )
/[ ' < . other . !
. . h . {specify) "




/ 3. Who operates the di¥livery of

training and employment services?

-

e [

*

3. D CETA Center exclusively «
™~ O &TA Centér partially; List ‘them

7

. .

D Subcantractors; List programs

subcontracted

L ¢

W,

oy /’ "
- 1 Y // . e LY
T " / 3
// 4.How many CETA staff meambers are doing training?’ «.
o Give their background and training. -
b oo /
‘/
PR e .
y - " r
ST Describe types of training being zived on -site by S.
- ]
* . Staff and nuaber of trainees receiving each type. ‘
& / : .
S ‘ -
- % =
, -] }f subcontractors avte gggd, do -they O.D Yés BNO What segments are
deliver all of a program activisy? i delfvered? '
7. 1f only segments dre delivered, 7.
how i3 coordination achieved? : -
. i §. Who negotiates Zon:ucz.s'fcr LI s .
- " ' training.sctivities? Give P ,
* +  ~background sad training. -
. - o D
N - , ’ K "
) 9. How are contracts appfovodr . 9 T
] . - (
. & . ’
.- . . -2 . Y
10. How are contracts monitored? - To10. N
" RS . [ ]
. . ]
—-—" - - (-—} p— i -
11. Do c¢ontracts include line itea dudgeting? A1) No [ Yes ’
! 12, Do contracts specify tiae B 12. a) Tiae: G Yua Ne - -
: i .
snd durstion of training? ) b) duration[™ Yes [ No
. & R — ;
]: TC 13, Do contracts. specily....? » 01 7 13. ) nuaber of enrollees L_Yes . No
- ) fwount and type of suppiies

lyas ™ No .



- . |- ’ . -18-
. . PR |
. €. amount and types of books
~
P . . O tes. Tpe '
L * d. amount and type 4f tools
- L4 .
- DYQ:D -No
« - ¢ v ..
. . - ¢. amount and type of Unifdras
4 . ’ DY.:D No
- £. other (specify)
v v . ————
o 6\ X } z
v T - —
14, How aré available training ppportunitivs . 14,
.4 in the community assuscd(?/ ‘
* g‘ 2 ] -y
’ . ' e 14 *
A4 + #’ T
1?‘3@ are training prograss related - 1s. . -
- . [ - -
- to labor marRet activities? . ) 4
- - |
- . ) - —
r = T n s
i
— /\
e Y 7
’ 16. How are training prograas related , 16. |
‘ T
_ to activities of other local CETA - N
- i
’ Prime Sponsors. \
: -
’ ) 2 _ \ .
v . * e
J N . . : P
NS —
. 17. Are these potential occupchons‘ ll._DLLQSQ
- < particularly suited to the career s If yes, describe , - '
s
» objectives of Indians? . ! F
i . - b ‘
18. Are earollees assigned to training 18. DYu; How?,
* ’ k4 -
compoasnts on the basis of eaploysbility .
plans? )
- * T
N D No. How is assignment made?
. ' . ~ .
R -
P
» hj r
i S
s . - A
Q : :

ERIC-
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. 193 Does cliembhave opportunity to self-select any 19. a) ABE:D‘ Yes; D No
of these training opportunities? . X b) ESL:D Yes; D No v
. <) GED:D Yes; on
d) QJT (general) G Yes; D No
o) QJT (specific)(T] Yes; ] %o
B Voc B en')((] Yes; (] %o
*§) Voc Bd (Spoc.)D Yes; D No
H) WE (gmr.ﬂ) D Yes; D No
#) B (specitic) (] Yes; (] Yo
S ) esEgen') [ Yes; (%L
0 PSE (spec.) L Yes; %
1) Other {specify) .

T

20, Describe ABE availible in the commmity ’ 20. a) class size

’
e

S

that is available to participencs - -, b [0 classroon; ] vocationally ortented
’ -c)_bmn's;crweik e o
d) year-round cluses?[:l Yes;G No <
) open entry/exic? G Yes;[] Mo
if no, what are testrictions?

£) how many -enrollees? __

2) hom many sucmffuuy complete? |

h) critaria for success

—

Y] follow-wp procedures

21, Describe TSL available . 21.4). class size '

) [J classroom; (] vocationally oriented

3

d)/yurrrimd‘l . GY&;D.‘Q
o) open entry/exit? [ Yes; [] %

¢) hours per.week

" if no, what are mmctio:fsr‘ . .

kY

£) how many enrollees?
) ha%uny successfully complete? \

———

h) criteria £or success

»

P

) follow-up proceduzes

W




'

32. Fill in chart for vo'afzonu ‘sducation programs presently

being attended by participants.

o 4

TVOCATIoNAL SDUCATION

3. Which is (are) the most succes{ful vocational

*  education prograags)? L ’
~

24, What are the criteria for success?

e

Aruitoxt provided by Eic:

b



o RS R .
. . . ” . N . v

. o ..
¢ ( + : .
B . X '_ '21' M Y,
S, ' . ) : , | o
25, Describle QIT programs’by filling in the follovng chire,’ ' Cooa . -
. Ny ) ) , v
LY -
/ 4 ¢ :
- ’
/
A}
N ' |7 TeoE of OFT Tamainc- -
[ . v L] : .
\
A
’ = b ‘ '}

. . - EAN
» -~
B j . v
. o N : — .
B .
-/
. s N
N .
N v . ) 4 - .
R . loa « .
k] L
2 Y P - - H ! .
B — P
-~ . . AY

\ - .
26, Mo develops QJT prograns? Give backgrowd N - "
ad training . . ’ . ’
. ' . \ . ) “
27. How pany staff members are involved in QJT 27, . \
L ‘ - : : T .

developnent? What per ceat of their tine? ] - . -

r . 28. Descride contents of QJT contracts. . 2. [, copy of AT contract attached W -
' (0 'mo contract availadle; explain : -

<
*

0
> -

Y -

\ -



29. What 3 the criteria of success in QUT? .
. ¢ .

a * i

»

- 3
»

| A

3. what per cent of enrollees camplets

"7 OJT successfully? ‘L "'-'
31. Describe liaison procedures betwedn CZTA Center
and the QJT site.
»

.

.

-32, How many staf nember®work on liaison wath
the QUT site? thag per cent of their zine?

33. What is average cost of OJT p;r client?.

34, Describe WE programs by fulmg in the following chare.
. 4

P

Prosrsam [Asency

&
A

~
AT

4

-

Aruitoxt provided by Eic:
.



- ' -
N b . - n" )
35. Do enrollees in WE have definite work . ° 3. [ Yes;i ] Mo —
. ! assignments? o -’ if not, why?
‘ oy . . :
o 3. What job skilly are developed in WE slofs? . . 36. N
. . . \'
* - D ” ’ \
- ‘
37, What are criteria for_success in WE? . 37. .
Ll . - .
'38. Are any CETA Center staff on WE assiggments? 38. D Yes; How many? ;D Ne.
. j . . —
39. Describe PSE by filling in the foliowing chare. ) ‘ . /
. ) .

JoB / Pro rat / Acency

. 1
s i

o

3 -
M J
T
* o
/ .
+
N
-t A
¥ *
N - » w
P : ‘
i ’ 0y
J . s g -
s . ’ ) .
t - . N
- T
1 - -
. . ) .
) n ‘

T
Y

K

40, What'is g ulatijuuhip, of . unezployment - " -
T ' in the area.to PSE?. ’ -
"» 14 " ’ A ‘ i
oot v _ , . T
Q . [N . . .
W = eas2zo

# e



-

41, Are any CETA Center staff om PSE?

»
42. Are PSE job performanas, ovalustioy ‘
done?-

’ a

a Noy, ’
(O Yesi [JEvatuation forns attached
(] e Explain '

1]
43, Wip performs P3E job evaluations?
44, How. frequently are PSE job performance
evalustions done?
45. What per cent of PSE slots are .filled by peopls
recomended by the Public Service Agency served?

C. Job Development and Placement. .

" " 1. How many job‘ developers ire on staff?
2. Do they perform other functicns as well?

’

T
N 3

G weekly; an:hly: Dbx-m:hly' -
D semi-armually; G,.amuy; Cf

(O other (specisy)

_‘
v

-
¢

&
O ves; [J Mo 1f yes, describe amt
indicate porcent:i.mspentgn:ha

)’e\

3. List methdds used to olcp;jobs, .

4 ‘e

.

_ 4. Does the Cmt.or have an on-going relaticnship
. vith the lisced agencies? Whac is the | -
quality of their assistance?

i
Ty

_ 5. Does“the Center nake use of the Eaployment
s Service Job Bank? - :

p

- T
* w

*6. List five (3) lesding Jo placenent sgencies
in the commiity and indicate whether Center

uses theéir sexv'icu. -
.
- -
- ! 7

. ' . 4

7. In gereral, mg'}u’\dcuru ay, do :135. gencles °

provida for the Mative Anerican/Indian comanicy? )

’

>

. = v

4 '} '

N .
Aruitoxt provided by Eic: . -
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v o®
. ' ' . NS
8. In general, how would-you claracterize the ) . O Zxcellent D God [ Fur 0 Po::r
service these agencies give-to Ind.ians?' : D Other, explain -
9. fhat programs or nethods, 1§ any, have imp'rov;d 5. . .
the. services of these agencies to .Indians? : o * -
10. How does the Centar keep itself advised of > 10 - s )
“ azrrent b apenings? o ‘
= li. How. does the Ceater keep itself advised of a o, ;-
possable futwre. job openi.nés? v ¢
s . _.a el N _ . .
B 12, Does :130 Center have 3 registar of Lr}dian 12, D Yes; D No; If yes, mmber
. employers in iulser!icg‘uu? How many are there? If no, why not?
. . - —
13. How many Indian clients have been placed with 13. a) Total placements
Lo Indian employers?- '~ - b) § of all -pucemenu, . "
14, Does the Center have a register of other :tployers . 4. D Yes; D No ’ .
{n the service area? . ‘ ’ ‘
IS, How ey emplayars are Pegisterad? . 15. o . .
L . 6. Maat are their size characteristics? - 16. § with over 100 employees
] . L V vith 25 - 100 employses ___ O
' ’ S - V with uder 25 emloyees _
"7 17, what industries are nspuéan'd? . 17. L
> . ; ] ‘ - i )
- P — ¥
13. To date, what have bewn the flve most camonly 18.
used nethods to develop jobs ’ s -
D o ’ \ _ . -
L . . - ] I. . . "’J » N .
3 ) 19. which method has been the 208t su;cusful‘f - 9. - -
Ny 20. Hoe sany and vhat trpes of Jobs have been R A Type
" rv. < developed to date? SR ; R
.o . o, . ) ¢
. r P . . i R
- " 4. tiow does the Center ratch svailuble identified 2. T _
‘ : eccupatiofs Xith interests/abilities of T e r
o eligbleclimes?  * \ o SR -
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. g2 '25'
22. What are the most positive aspects of job » 2.
. . ’
developnent as practiced by d'\o Center? -
- ) 3 - - 5 -
= 3. What are the najor problens faced by the Center 23. - .
in its joi development efforss? N
~ . i} ,
-
24, How do you think these pmbl?s could be solved? 2. ’ -
3 . B .-
25, What kind of infornation, derived from job 2. .
‘ development, is most helpful' in the preparation- - ¢
of the Center's annual plan?
= ‘ - —
6. What gdditional information fram job development 2. ) - \
would most 'help’plam.ing? . .
* %
‘ - Y §
- AL
27. How 1s aifiraative action activity used in job .
developnent o
r o= .
- ' e :
v Y R
’ . . _
8. I3 it sccessfd? h 28] [ Yesy No. £ no, vhy mot? _
. L D T D T 1
}. " = o ) . ‘ /
i A\J
. &3, #hat other Yc2icns would most stgnificancly 29.
improve the ter's job development activities? :
— = -
D Follow-lp (ses alse Attachment IT) ° . -~
1. ¥hat client records are kcpt and what information ~ Ll D client record form attached

13

o they contaia? ' '

-

(] clieat tacord form nap available
G other (specify)

v

2. Hov long are client records retajned? . - _
3 How are client record$ used for Zatjering 3. "
follow-uwp informaticn?” - -
_+ 4, Who perforns the follow-up Amctions? 02 )
mecions? 26223 : -




-

S, What are basic qualifications of follow-up staff?

L* A .

6., Azy special fol_lou-’up form developed?
»
7. How long, and at what intervals is a client
~ followed? ' )

i

8. Does follow-up include a visit to the work-site?
‘ 9. Does follov-wp include a visit to the home? )
10. Are other personal visits made? "

-/

6. [Oves: [Tacrached; [J %

1. E]90 d:ys; DG months ; D 1 year
Dlonger (specify} At irtervals.of *
chuy week, D monthly; D qunrterl):
Do&mr (specify

s, GY::; DNO

9. [Oves; Ow ‘

10, DYes , describe ”

‘

11. {s the rstention rate examined? .

12, Are retentidn rates campared across progran
activities? Radk from.best to poarest,. N

ASS1gn No. 1 %o.best, No. ? to next.best, etc.

- 13. Are prograas-campared “in tem'ox' salary
increases earned by r-unee\s after placement?
) 'hank from best to poorest, same as above
14, Are g.:mg'rus compared in terns of client "
satisfaction ’wlth tTairung? With job placement?

Rmk?i«} o poorést, as above.

- -

18, Are prograas cunpu'ed in terms of porccnu‘c of

0w, g
. Qresi Do

2. Oves; e

»

.. CT T " PSE wE
Other (specifyY __. -« « )
13. Yes; s NO '
T L QY PSE ‘ WE
Ocher (spectfy) ____ -

14. a) Traning: [ Yes; (% .
b) nacani‘m: G Yes ; D.\b.‘
¢) Sstisfaction wath traimung:
T .
Other (specify), °

d) Su:isiaction with Placement: fill in best

IS

first next second, poorest, lasc,

'3

]

! clients who complete successfully? How do they - CT T SE WE
) N ccnptrn Rapk from best to worst, & a.bovo. Other (specify)
o ) 16. What other foliow-up.methods are used? / - 18, r—
. . ) , —_— I
v :’ A ‘ e —p ) PR
Lo \
-, ‘ -
! 17. Bow are follow-up data analyzed and evaluated? 17,
b ’ /
° N s - / i
3

‘ : \
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18. Is & follow-up repdrt available? Y .

e

7

3

19, What follow-up method gives the most

19.
siguficant operational information? Explain

20. what follow-up information is @0st helpful

20.

to the Center for its anmual plm;gaxﬂ
- budgeting? How is the Lnfon_ution used?

r.

5 d

2l. What additional follow-up information, not' now °

.
obtained, would be most helpful for pl

anning”? why? <

¢
=T

-~

22. %hat is the greates:t impediment to getting good

follow-up data in your Center?,

.
»
.
»
-

3. How could this impedinent be overcome?

N .

. 3. Wat follow-wp indicator(s) do you believe

would b«t_nﬂ'oqt on the Center's smuccess?
-— '] ' -




+ ¥ . . 0

- ‘ . ATTAGMENT I - PARTICIPANT QUESTICNMAIRE , ] ) o
T mu‘er , - } *Location . Date -
v ’ - - — — A A\ [ !
- 1. What 1s your present traning Lgsigmént 1 3 training completed .
* - . . e . " P .
- . ' ¢ .. M [ . ~
L = \ =
1. #ahat skills are you learming .or 2.
did you leamn? 3 ! ~ . ’
. " 5 - < L hased A
- . - L] »
3. fhat vas (or 1s) the most helpful part of the S.U‘ Coe
trarung program for you? ahy” : : ' T
- ’ - .
‘ . 3. If you have completed your trainung, are you 4, :Yes, No;  Other (specify)
vy - - — i -
working at a ;ob you were trained for” . Ld ' . , .
‘ 5. When did you start your trayung? 's. - e
$. When d1d you (or when do you expect o) 6. 't
,. Somplete y::ur raunung? - . ’ To of: © weeks; months
. 7. #hat ¥ype of TTining program ire for ware) T T, T o, j
. — —_— — .
‘ you :n? ) . ' . GED; O SSLi _ ABE, __ Other (specif .
_ ‘ . . . - . . 2
3. id your traizung relate directly to your /- 8. T Yes; Yo, if mo, \ny w33 12 chosen?
own occupaticnal choize or goal? . g - 3
9. Did yourlike and emjoy your traiaing program? 9. TiYes; o :
Mmmmtmmdx::abe? - 10. :Ya; _ No, Lf oop, how did 1t differ?
n) N [} - -
11.”what w13l happen (did happen) when you, 11, T
coplete(d) your traiming? . <,
¢ ; : i ) - . S . Lt
) . 12. Have you ever Seen enmllled n any cdur A 12. — JYes, speciiy th.enand «hat nc Z
‘ trainang progran? . 4
’ _ . . . ] 3 *
13. Have you ever been enrolled in any other , 13. ::‘ch. specify which and why you are 13 EL’A\
2ANPOWET :run.‘.ng Jtegraa? now 3 : .
£ N *
’ : N - N, - / .
i4. which of the foum SUDPOTT sarvices have you . : :nnypq_r?:ion; T chuld care; ’
i received ar are you receiving nqu:; T counseling; T aedical care; 4
! 1) - . - < '
_,none; T other (specify) .
| ——— - -
. 15. How did you leam about the progran? . . 15.
16. What, if anytung, do you think could be done 16. , |
. T
0 mke wre [adians dare of the program? a i j
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t0 join the prograa?

-
[

Did the Center assisc you_in obtaining
aploymeat?

19. Is (or wu)‘ the empioyment related 0 the
trainung you re'ceiy_ed through CETA?

20, Is it the type of employment you wanted? expected?
. 'Xfyouh;dachm:odomykimloiborkm

wanted, what would you choose for yourself?
22. How often does the Center get good jobs for

its clients? )
" 23, How would you' rate the job the Center 18 Ag
~in developing jobs for Indians’ in your area?
26, feat d::;y;m think tat  the Ceater could do
to improve job opportunities fpr Indians? -

‘

7

25. Has the Center helped you be.more successZul
h) 1n finding joos for yourself wizhout heip

from others?

d .

6. Have you any other chmments or feelings about
the Center that you'd like to express?

VIS 4
——

- .
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